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SECTION I - EXECUTIVE SUMMARY

I. INTRODUCTION

In a zero-draft environment, the armed forces no longer have a guaranteed
source of qualified personnel. Like other employers, the Navy must compete
with the other military services and the general labor market to obtain
necessary manpower. In preparing to adapt to this environment, the Navy has
expanded its Career Counseling Program for enlisted persénnel. This program
is designed to assist in meeting Navy manpower needs by stimulating personnel
interest in career motivation. Special emphasis is placed on the reenlistment

of qualified personnel.

This report documents results of a survey designed to explore the impact of the
Navy Career Counseling Program on reenlistment intent and personnel satisfac-
tion. The survey is part of a large System Development Corxporation (SDC)
research effort involving experimentation with different career counseling
concepts, strategies, and techniques. It provides baseline data relative to
the actual delivery of counseling services, as specified by the Bureau of Naval
Personnel (BUPERS Instruction 1040.3). The survey also yields evidence con-
cerning job satisfaction, work environment, attitudes toward the Navy, unit
organizational effectiveness, perceived climate of the Navy as a social
institution, and the influence of family on reenlistment. Demographic data
comparable to that routinely obtained in the Navy Personnel Surveys were also

obtained to permit comparisons with findings reported by other investigators.

1I. CONCLUSIONS AND RECOMMENDATIONS

Conclusions and recommendations presented here were made on the basis of results
obtained from the survey of 1,711 Navy personnel serving their first or second
terms of enlistment at 18 ship and shore locations. Recently reenlisted second-

term personnel were sampled for comparison purposes.
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It was concluded that:

The influence of the Career Counseling Program on reenlistment
intent was found to be positive for selected target populations.
Those who were favorably inclined or undecided about reenlistment,
tended to be positive about the program. Those who indicated that
they did not intend to reenlist, tended to have unfavorable atti-

tudes toward the program.

The influence of the Career Counseling Program on personnel satis-

faction was found to be relatively weak, given the current emphasis
on making career information available. Navymen surveyed requested
that the program be augmented to satisfy other concerns of enlisted

personnel and to better match Navy needs with individual needs.

The organizational environment within which the Career Counseling
Program functions was found to influence the effectiveness of the

program at the unit level.

For Navymen who perceived the social climate of the Navy to be
favorable, reenlistment intent was higher than for Navymen who
perceived the climate to be unfavorable. Also, for personnel who
perceived that the Navy valued the individual Navyman and was
genuinely concerned about his well-being, reenlistment intent

was higher.

Navymen who expressed high job satisfaction were also more likely

to intend to reenlist.

Demographic variables influenced the frequency with which intent
to reenlist was expressed. Blacks and Malayans were more likely
to intend to reenlist than were whites; married men, more likely
than single men. The higher the paygrade, the more frequently

the Navyman indicated that he intended to reenlist. Size of the
community in which the Navyman grew up was not related to reenlist-
ment intent. Survey data was inconclusive about the effects of

other demographic variables.

1-2
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It was recommended that:

°® The Career Counseling Program, including counselor training, should
be modified to make greater use of group counseling, programmed
instruction, automated recordkeeping, and the mass media to assist
the Navy in improving personnel satisfaction and increasing the

reenlistment rate of qualified personnel.

° Target populations favorable toward the Navy and receptive to
reenlistment should be identified, and a strategy for contact of
these populations developed as part of the Career Counseling

Program.

® Recognizing that sweeping people-oriented changes are currently
underway, the Navy Career Counseling Program should work hand-in-
glove with its' command structure to augment the repertoire of
practical techniques for improving organizational effectiveness,
and for creating a more favorable social envelope within which

the individual Navyman can live and woxk.

III. SUMMARY OF RESULTS

Results on the basis of which the above conclusions were drawn are summarized

in the following paragraphs.

A, CAREER COUNSELING

The Navy has expanded its Career Counseling Program and established seven
objectives to guide development and implementation of the program. These

objectives, together with findings, are as follows:

(1) To increase in-service retention rate. Those who intend to

reenlist, or who are undecided about reenlisting, believe that
the program has been of more benefit to them than do those who

do not intend to reenlist. In addition, only 15 percent of those
surveyed believe that the most important purpose of the program

is to assist in the retention of qualified Navymen.

1-3
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(2)

(3)

(4)

(5)

(6)

To deliver information. Career information is not reaching all

individuals for whom it is intended with equal effectiveness.
About 40 percent failed to recall ever having been interviewed
by a career counselor. And only a little over 3 percent of the
married Navymen reported that their wives had ever been included

in an interview with their career counselor.

To establish a communication channel. Information about career

opportunities is made easily available, and career counselors are
believed to be well informed about Navy policy and program changes.
Also, the Career Counseling Program is considered by four out of
five of the enlisted personnel surveyed to be of at least some

value to the Navy.

To provide career guidance. Navyman want more individualized

career guidance. Almost half of those surveyed reported that
they never talked with their counselors about their careers

except during formal interviews.

To create good will. Only 12 percent or fewer of those surveyed

report that they had received assistance with personal problems
from their counselors. Also, greater insight into problem areas
needing improvement at the command level could be gained if
counselor contact with enlisted personnel were more frequent.
For example, four out of five individuals surveyed reported that
group discussions to consider sailors' grievances were seldom,

if ever, held.

To encourage Naval Reserve programs. Among those who have dis-

cussed the Naval Reserve program with their friends, about one
in four have a positive attitude toward the Reserves. Three out
of ten would at least consider joining the Reserves when their

active term of duty is over.

1-4
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(7) To create Naval ambassadors in the civilian community. Over half

of those surveyed would point out pros and cons, if a young person
asked their opinion about joining the Navy. However, less than
4 percent would encourage him, while more than 33 percent would

discourage him from joining the Navy.

On the basis of findings of this research, it appears that the mere provision
of accurate information about careers is not sufficient to satisfy the career
counseling needs of Navy enlisted personnel. The acquisition of knowledge about
careers seemed more related to experience than to reenlistment intent. Most
enlisted personnel surveyed judged that the information dissemination aspects

of career counseling had little or no impact on their intent to reenlist.

While recognizing the necessity to provide accurate information about careers,
we found that over 65 percent of those surveyed stated that the Career Counsel-
ing Program should be expanded to include anything and everything of concern

to the individual Navyman.

B. IMPACT OF CAREER COUNSELING ON REENLISTMENT INTENT

A little over 5 percent of the Navy enlisted personnel who were surveyed stated
that they intend to reenlist when their present term is up. Three times as
many were undecided, and almost 80 percent responded no. When intent to
reenlist is taken into consideration, the Career Counseling Program is judged
to have a generally positive influence on reenlistment by the yes and undecided
groups, and a generally negative influence by the no group. Of this latter
group, 18 percent consistently felt that the career counselor was trying to
"gell" individuals on reenlisting. The yes and undecided groups, who appeared
not to feel as pressured in this way, also believed that their recruiters pro-
vided more accurate information about the Navy than did the no group. Those
who responded yes or are undecided about reenlisting like being in the Navy

more than the no group.
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C. IMPACT OF ENVIRONMENT ON REENLISTMENT INTENT

Improving the climate of the work setting, guaranteeing choice of job assign-
ment, duty unit and location, and providing monetary incentives are judged to
have high impact on reenlistment intent. The Navy has programs for increasing

job satisfaction in all these areas.

The Career Counseling Program needs to be expanded to make enlisted personnel
aware of Navy career motivation and retention policies and opportunities.
Becoming more specific, survey data shows that the following attitudes are

related to reenlistment intent.

) Concern for the individual. Those who intend to reenlist feel

that their officers care about the career progress of each
individual Navyman. They also feel that the Navy is interested
in them as individual human beings more than those who do not

intend to reenlist.

] Respect for personal worth. Those who intend to reenlist feel

that Navy treats them as persons worthy of respect more than

those who do not intend to reenlist.

° Wise use of Navymen's talents. Those who intend to reenlist

find their jobs more interesting and feel that the Navy is
making good use of their shipmates talents more than those

who do not intend to reenlist.

° Improved fit between the individual Navyman and his job assignment.

First-termers who intend to reenlist feel more satisfied about
their job classifications and assignment than those who do not

intend to reenlist.

[ Consideration of Navyman's preference concerning where he will

serve. Those who intend to reenlist feel more satisfied about
the locations to which they have been assigned than those who do
not intend to reenlist. Also, use of the Duty Preference Card

should be explained and encouraged.

1-6
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The Navy, as a social institution, differs from many other institutions within
the larger society--the American culture--from which most of its members are
drawn. Some differences can be changed. But others--societal differences
that result from the fact that the Navy has a mission to be accomplished on
the high seas--cannot. However, addressing only those differences where change
appears possible, certain adjustménts can be made to improve the job satisfac-
tion of Navy personnel. For example, working conditions and leadership style
need to be made more comparable with the expectations of gualified enlisted
personnel if the retention rate of these personnel is to be improved. Where
change is not possible, an honest presentation of all facets of Navy life to
prospective enlistees may make their expectations more realistic, increase the
number who chose a Navy career, and thus increase the reenlistment rate for

the Navy.

D. ADDITIONAL CONSIDERATIONS

Target populations receptive to reenlistment appear to exist. Some of the

factors which tend to affect the probability of reenlistment are:

® Pay Grade. The higher the pay grade, the more likely the first-

termer was to intend to reenlist.

[} Race. Blacks and Malayans are more likely to intend to reenlist,
and whites less likely, when compared against percentages contained

within the total sample.

° Marital Status. Married Navymen are more likely to intend to

reenlist than are individuals who have never been married.

® Extension Status. Those who have extended their first term tend

to feel more dissatisfied and have a less favorable attitude
toward the Navy than do second-termers, even though both groups

have served comparable lengths of time in the Navy.

1-7
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Further investigation of these and similar factors is required to determine
their exact influence on reenlistment in a zero draft environment. For example,
the longer into the first term, the poorer the enlisted man's attitudes toward
Navy life. However, regardless of reenlistment intent, all groups surveyed
tended to agree that service in the Navy had been a valuable experience for

them personally.
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SECTION 2 - INTRODUCTION AND APPROACH

I. CAREER COUNSELING IN THE NAVY

In a zero-draft environment, the armed forces no longer have a guaranteed
source of qualified personnel. Like any other employer, the Navy must compete
with the other military services and the general labor market to obtain
necessary manpower. In preparing to adapt to this environment, the Navy has
expanded its Career Counseling Program for enlisted personnel. This program is
designed to assist in meeting Navy manpower needs by stimulating personnel
interest in career motivation. Special emphasis is placed on the reenlistment
of qualified personnel. An earlier report (Meshi, Dow, Holoter, Grace, 1972)

describes the counseling process by means of which this program is implemented.

II. CAREER COUNSELING SURVEY

This report documents results of a survey designed to explore the impact of the
Navy Career Counseling Program on reenlistment intent and personnel satisfaction.
The survey is part of a larger System Development Corporation (SDC) research
effort involving experimentation with different career counseling concepts,
strategies, and techniques. It provides baseline data relative to the actual
delivery of counseling services, as specified by the Bureau of Naval Personnel
(BUPERS Instruction 1040.3). The survey also yields evidence concerning job
satisfaction, work environment, attitudes toward the Navy, unit organizational
effectiveness, perceived climate of the Navy as a social institution, and the
influence of family on reenlistment. Demographic data comparable to that
routinely obtained in the Navy Persconnel Surveys were also obtained to permit
comparisons with findings reported by other investigators (Malone, 1967;

Singer and Morton, 1940; Stoloff, 1971; Lockman, Stoloff, and Allbritton, 1972).

The survey was conducted by SDC for the Office of Naval Research (ONR) as part
of the Navy All Volunteer Force Manpower R&D Program. Figure 2-1 shows how
career counseling fits into the Navy's overall all volunteer force strategy

and human resources functions and programs.
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ZERO DRAFT — ALL VOLUNTEER FORCE

CAREER COUNSELING RECRUITING
RACE RELATIONS DRUG ABUSE EDUCATION
IMPROVED QUARTERS COMMAND DEVELOPMENT
ALCOHOL CONTROL HOME PORTING

/ DRUG REHABILITATION Z-GRAMS

II|

PROGRAM EVALUATION
SDC RESEARCH SELEHI
RETENTION RECRUITMENT
NAVY

HUMAN RESOURCES

UTILIZATION TRAINING

ALLOCATION

Figure 2-1, Career Counseling Research Background Factors
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In preparing to conduct the survey, Career Information and Counseling (CIAC)
schools in San Diego, California and Norfolk, Virginia were visited; counselor
training classes were observed, and over 100 students and a dozen instructors
were individually contacted. Survey data were collected at 18 ship and shore
locations; questionnaires were administered to groups at each location;

1,711 Navy personnel serving their first or second terms of enlistment were
surveyed personally by members of the SDC research team. Emphasis was placed
on first-term personnel, deemed to be the most critical reenlistment target;
however, recently reenlisted second~term personnel were also sampled for
comparison purposes. Results were aggregated to permit analysis of responses
to each item by intent to reenlist with length of time in service. Where
significant differences were obtained relative to these groupings, further
aggregation and analysis were performed to facilitate interpretation of the
findings. Separate analyses were performed using selected demographic and
organizational variables as cross-breaks. Survey methodology and results are

presented in the Sections 3 and 4 respectively, of the report.

ITI. SURVEY RATIONALE

The survey rationale involved development of measures designed to tap the

following domains:

(a) Career Counseling Program. An intervention program designed to

meet stated objectives

(b) Work Environment. Including job satisfaciton of Navy enlisted
personnel
(c) Organizational Climate. 1Including the larger organizational unit

within which the work is performed and the Navy as a social

institution

(@) Personal Factors. Demographic variables and individual attitudes

and characteristics, including wife and family as influence agents
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Sets of survey items designed to provide measures of each of these domains

were developed. A copy of the complete survey questionnaire appears in

Appendix A.

In developing items, major emphasis was placed on topics that

related directly to the first of the above domains; namely, the Caree;

Counseling Program. The objectives of this program, as stated, are:

(1)

(2)

(3)

(4)

(5)

(6)

(7

To increase retention of qualified enlisted personnel and decrease
the recruiting effort, especially in view of the impending all

volunteer force environment (Primary Objective)

To assure that every Navy man and woman is continually aware of

opportunities (Intermediate Objective)

e Command retention program

® Career interviews

To establish communication channels for immediate dissemination of

current policies and procedures (Intermediate Objective)

To provide career guidance (Intermediate Objective)

° Help individual make best use of personnel talents
° Consider personal desires of counselee
e Fill specialities critical to Navy manpower needs

As a communication medium, to create good will (Intermediate

Objective)
° Provide assistance with personal problems
e Gain insights into working conditions, apprehensions, or

problem areas for improvement at the command level

To encourage interest in the Naval reserve programs for personnel

being separated (Ancillary Objective)

To create Naval ambassadors in the civilian community (Ancillary

Objective)



System Development Corporation
28 February 1973 TM-5031/002/00

The first of these seven is the Navy's prime objective in expanding its

Career Counseling Program. The first four intermediate objectives are intended
to enable achievement of the prime objective--increased retention of qualified
enlisted personnel. The sixth and seventh objectives deal with behaviors that
will occur only after a decision to separate from the Navy has been reached.
They are therefore considered to be ancillary to the primary program

objective--increased retention and the intermediate objectives.

The relationship of these seven program objectives to the four survey domains
is shown in Figure 2-2. As shown in this figure, the arrow from the primary
objective--increase in-service retention rate--impacts directly on the Career
Counseling Program by providing a criterion against which to measure program
effectiveness. Intermediate objectives provide a means for measuring
effectiveness of the Career Counseling Program in action, but they may not
necessarily be related to increased retention. These objectives are of direct
research interest, and more importantly, they could be measured using a

cross-sectional survey sample of enlisted Navymen on active duty.

One problem arose in implementing the survey rationale, however. The problem
stemmed from the fact that the primary objective can only be studied directly
after a point of separation from the Navy has been reached. True investigation
of retention requires a longitudinal design, which was beyond the scope of SDC

initial research. Therefore, intent to reenlist was substituted for the

primary objective in this survey. The literature supports this as an

acceptable practice; reenlistment intent has been employed by others ( Lockman,
Stoloff, and Allbritton, 1972) in research on reenlistment. Similarly, intent to
join the Naval reserves was substituted for actual enlistment in the reserves,
and survey items were used to infer the extent to which a separated Navyman

would actually function as a Naval ambassador in the civilian community.

In summary, the survey rationale matched four domains of research concern, the

Career Counseling Program, the work environment, the organizational climate,
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and personal factors, with Navy objectives for its expanded career counseling
and retention program. The survey questionnaire was then developed to reflect

this rationale.

Iv. CONCEPTUAL FRAMEWORK RELATING CAREER COUNSELING TO RETENTION AND
PERSONNEL SATISFACTION

The conceptual framework within which this research was conducted is similar
to that proposed by Likert (196l1). According to Likert's model, a set of
causal variables, to include such things as organizational structure,
organizational objectives, management and supervisory practices and behavior,
capital investments, and the needs and desires of members or organizations,

are inputs that cause the output of end result variables. Turnover is one of
these output variables, which also include variables such as production amounts,
costs and waste, earnings, union company relations, grievances, stoppages, and
sales. The variables intervening between cause and end result are considered
to be the individual worker's personality, his cognitive orientation including
his perceptions, attitudes, motivational forces, and expectations, and his

past experiences, as well as his group's traditions, values and goals, plus

his actual behaviors. Following Likert's reasoning, certain of these variables

appear to be more amenable to prompt investigation, as shown in Figure 2-3.

This survey of Navy enlisted personnel has provided information concerning
domains of the Career Counseling Program and the organizational climate,
considered to be causal variables. Work environment and personal factors of
Navy enlisted personnel and a host of attitudes and expectations are all
considered to be intervening variables. The end result variable is an

approximate measure of retention, intent to reenlist.

Put more simply and directly in terms of the present research, the Navy Career
Counseling Program and the organizational climate are considered to be causal
variables; personnel satisfaction, the intervening variable; and reenlistment

intent, the end result variable.
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In addition to the Career Counseling Program, measures of the organizational
climate have also been employed as causal variables. This permits findings
obtained relative to the Career Counseling Program to be augmented by data
obtained from environmental and social/institutional variables. These latter
variables have been shown to influence organizational effectiveness
(Roethlisberger, 1941; Lewin, 1948; Roethlisberger and Dickson, 1949; Lewin,

1951; McGregor, 1960; Miles, 1965; Neff, 1968; and Price, 1968). (See Figure 2-4.)

Personnel satisfaction, for purposes of this research, has been assumed to be
comprised of job satisfaction, including hygiene factors and motivators, and
attitudes toward the Navy, including perceived humanistic treatment, as well

as the work environment and personal factors, including wives' attitudes.

In summary, a cause and effect relationship has been assumed between the
successful operation of the Navy Career Counseling Program, as moderated by
organizational climate, and increased retention of enlisted personnel, as
measured by intent to reenlist. A set of intervening variables, labeled
personnel satisfaction variables, have also been identified. They are assumed
to be influenced by the causal variables, and in turn to influence the end

result variable, increased retention, as measured by intent to reenlist.

V. RELATED THEORY AND RESEARCH FINDINGS

Three areas are relevant to this research. These areas are retention and
turnover, career counseling, and personnel satisfaction. The last of these
areas has been considered by other investigators to be largely a matter of

job satisfaction.

A. RETENTION AND TURNOVER

Maintenance of an adequate supply of manpower is essential if an organization
is to function effectively. Loss of manpower, called turnover, has been the

focus of research in business and industry because personnel replacement costs
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are high. For example, ten years ago the cost of training a new technical
worker was estimated to be 6 to 12 months' pay for the technical job (Peacock,
1962) . Valuable experience that cannot be replaced at any price is also lost
through turnover. Retention of qualified personnel can help cut costs and

keep needed experience within an organization.

Several reviews of research on turnover have appeared in the literature
(Brayfield and Crocket, 1955; Herzberg, Mausner, Peterson, and Capwell, 1957;
Vroom, 1964; Maier, 1965; and Schuh, 1967). In the most recent review Porter

and Steers (1972) build a conceptual framework comprised of the following:

(1) Job satisfaction

(2) Organization-wide factors

(3) Inmediate work environment factors
(4) Job content factors

(5) Personal factors.

Fourteen studies relate job satisfaction to turnover; all but one showed job

satisfaction to be inversely related to turnover.

Among the organization-wide factors, satisfaction with pay and promotion were
negatively related, and threatened job security was positively related to turn-
over (Hulin, 1968). Satisfaction with supervisory relations, feedback of re-
organization, and experience level of supervisors all appear to be negatively

related to turnover.

Among the immediate work environment factors, satisfaction with co-worker re-

lations is inversely related to turnover.
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Among the job content factors, satisfaction with the nature of work, job
autonomy and responsibility, and role clarity are inversely related to turnover,

while job stress and repetitiveness are positively related.

Among the personal factors, age, tenure, congruence of job with vocational
interests, and satisfied achievement-type needs are inversely related to
turnover; extreme personality characteristics, family size, and family

pressure to resign are directly related to turnover.

These reviewers conclude that the decision to withdraw can be looked on as a
balancing of received or potential rewards with desired expectations.
Differential reward levels tend to cloud the effect (Katzell, 1968). However
in studies where a unitary reward system can be inferred, such as Weitz (1956),
findings suggest that turnover can be reduced if expectancies of entering

personnel are more closely aligned with rewards available in the work setting.

B. SPECIFIC FACTORS AFFECTING TURNOVER IN BUSINESS AND INDUSTRY

An early study by Bills (1923) of the correlation between intelligence, job
complexity, and turnover showed that for superior individuals as job complexity
increases turnover declined, while for those below average intelligence the

reverse was true.

Satisfaction with the company as an organization tends to be associated with
reduced turnover (Mann and Baumgartel, 1953). Furthermore, hierarchically
controlled programs tend to increase turnover (Likert, 1961). Morse and

Reimer (1956) found that attitudes toward work and job satisfaction systemati-
cally improved when a participative program was introduced, and conversely,
they declined when a hierarchical program was introduced since poor attitudes
in these areas are closely related to increased turnover. Particular attention
should be paid to these results in the context of the all volunteer force

environment.
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Supervisory leadership behavior has been directly related to increased turnover
(Fleishman and Harris, 1967). Where supervisors showed consideration for
employees, turnover and grievancies declined; conversely where structure was
increased, turnover and grievancies increased. Consideration was defined as
mutual trust, respect, and honest warmth between the supervisor and his group.
The considerate supervisor showed genuine concern for worker needs, encouraged
their participation in decision making, and favored two-way communication.
Structure was defined as behavior in which the supervisor alone defined group
activities, assigned tasks, planned ahead, and pushed for production. 1In
organizations where consideration was low, increased structure varied directly
with turnover rate; where consideration was medium or high, structure had no

apparent effect on turnover rate.

Satisfaction of personal needs is also related to withdrawal from an
organization (Ross and Zander, 1957). However, turnover can be reduced if
needs for recognition, autonomy, fair evaluation, and a feeling of doing work
that is important can be satisfied. If the job interferes with family and
community satisfactions, turnover is increased. However, off-the-job dis-
satisfactions do not appear to be related to increased dissatisfaction on the
job. It can be concluded from these findings that people resign for two
reasons: either the job per se does not satisfy worker needs, or the job

precludes worker satisfaction elsewhere.

Selection techniques have been used to reduce turnover (Fleishman and Berniger,
1960) . By employing standard psychometric procedures, data from application

forms have been used successfully to predict turnover.
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c. FACTORS AFFECTING RETENTION OF NAVY ENLISTED PERSONNEL

Numerous surveys, studies, and articles concerning retention in the miliary
appear in the literature. Some of the significant publications in this area
are summarized in the following paragraphs. In an article dealing with
grievancies of enlisted people, Steinhauser (1972) stated that job satisfaction
was the most important aspect of service life, and that recent pay increases
would not influence retention. He also reported that a lack of communication
between lower enlisted rates and higher enlisted rates is a barrier to problem

solutions.

Reflecting the Navy's concern about personnel retention, Dickieson (1969)
reported his belief that the personal approach in the submarine service was
largely responsible for a constant high reenlistment rate. He also stressed
the importance of better treatment for the families of sailors, and the need
to find ways to help Navy wives while their husbands are at sea. Gelke (1971)
reported that individual counseling and attention are the keys to a successful
retention program. Gelke believes that this could be accomplished if existing
programs were effectively implemented. Thamm (1971) concluded that money as a
motivator is greatly overrated and expressed concern that it might be used to
camouflage other programs. Command action is of concern to the Navy.

McIntosh (1971) discussed responsibilities of commanding officers toward
subordinates, and proposed a set of commandments for commanding officers to

follow in order to help solve retention problems.

A number of analyses have been conducted to assist the Navy increase
reenlistment. In a study of first-term personnel Singer and Morton (1964)
found that characteristics that typify men who reenlist in the Navy and those
that distinguish actual reenlistees from men who are eligible but do not
reenlist, can be identified. For example, reenlistment increased directly

with the number of the Navyman's dependents. Men, who at time of initial
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enlistment lived in states different from the states where they were born, had
a significantly greater reenlistment rate. Perhaps men who have moved at
least once are more accustomed to mobility, a quality greatly needed by Navy
career personnel. Men with scores at the low and high ends of the scale on a
General Classification Test (GCT) had a higher reenlistment rate than men near
the middle. This finding differed from a study of 1,949 enlistees (BUPERS,

1956) , which showed that education was invérsely related to reenlistment.

Singer and Morton also found that reenlistment rates decreased as the number of
months onboard ship increased (3 to 47 months). Length of sea duty appears to
be inversely related to reenlistment. A positive correlation between pay grade
and reenlistment rate was also found. This finding is contrary to a Navy study
(BUPERS 1956) that concluded that the higher the pay grade obtained during his
first enlistment, the higher the probability that the enlisted man would leave
the Navy.

Lockman, Stoloff, and Allbritton (1971) performed a comprehensive reanalysis
of data from three Navy surveys (Malone, 1967, Braunstein, 1970, and Muldrow,
1970) . Results showed that reenlistment behavior can be predicted by economic,
psychological, and personal variables, and that reenlistment intent was almost
exclusively associated with the specific context of Naval life, including
working conditions, supervision, and particularly compensation and family

attitudes.

VI. CAREER COUNSELING

The Navy had stressed the role of the career counselor in its expanded
retention program. Perhaps the nearest civilian counterpart to the Navy
career counselor is the high school vocational counselor, who assembles and
conveys current factual materials about training education opportunities, and

requirements (Richardson, 1968).
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A tremendous amount of occupational material has been published, but its use

in counseling has not been researched. To determine choices and attitudes,
Stone (1948) used before~and-after methodology ratings to compare students
taking vocational orientation courses and receiving counseling, with students
receiving counseling only. The experimental group, which had more occupational
information than the control group, seemed to apply this information effectively,
since their levels of choices tended to be more realistic. In rating the
appropriateness of their choices, however, Stone indicated that students who
experienced both counseling and course orientation showed significant improve-
ment, making better choices than those who had counseling alone. Speer and
Jasker (1949) also found that more appropriate occupational choices were made
when student reading or work experience was discussed with a counselor. Again,

the combination of information and counseling produced the best results.

Another area of research has been the use of behavior modification principles
to influence students to find out more about careers. Krumboltz and Thoresen
(1964) , using eleventh graders as subjects, employed three experimental condi-
tions: (1) presentation of a film followed by discussion, (2) verbal rein-
forcement of information-seeking behavior, and (3) presentation of a tape
recorded model followed by counseling. All three procedures produced increases
in seeking of information by students; however, there were differences between
sexes, as well as between schools and counselors. Similarly, Krumboltz and
Schroeder (1965) found that both verbal reinforcement during the interview and
listening to a taped model increased the variety and frequency of information
seeking in eleventh graders. Increases were greater for male students in the

case of the recorded model.

Other studies have indicated that the level of reading difficulty of published
occupational materials is high. Brayfield and Reed (19250) analyzed interest
value and difficulty level of 79 pieces of occupational literature. Fewer

than 5 percent were ranked at the readability level of popular magazines,
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while almost two-thirds were ranked at the scientific or very difficult level.
Thirty-two percent were classified in the difficult level, and about the same
ratio fell into the dull and mildly interesting level. Brayfield and Mickelson
(1951) reviewed approximately 6,000 references listed in the indexes of two
different sources of occupational information to determine the adequacy of
titles covering different kinds of work. They noted that 44 percent of the
occupational titles represented professional fields, while only 30 percent
represented skilled, semi-skilled, or unskilled areas where the majority must
find work. This unbalanced representation in occupational materials handicaps
the counselor in a variety of ways and perpetuates the tendency to choose

occupations above ability level.

Significant research by Watson, Rundquist, and Cottle (1959) included readability
of the Occupational Outlook Handbook and other occupational information selected
from 12 leading commercial publishers. Their research concluded that all the
materials that had been published since 1954 were found to be at the eleventh

or twelfth grade reading level. In a later study of mainly noncollege occu-
pational materials, Sharp (1966) showed that time had not altered the earlier
finding. Of the materials he surveyed, 53 percent regquired college level

reading sgkill,

A. TYPES OF COUNSELING

Differences in counseling styles have been reported (Snyder, 1947; Rogers, 1961).
Koester (1954) analyzed the diagnoses of ten counselors to determine the fre-
quency of six response categories: (1) indeterminate response, (2) response

as an interpretation of datum, (3) response as a comparison and evaluation of
data, (4) response as a hypothesis based on synthesis of data, (5) response as
an evaluation of an interpretation of hypothesis, and (6) response indicating
need for additional data. Category 4 (formulating hypotheses) was used most
frequently, and Category 1 (indeterminate response), least frequently. Eight

of the ten counselors were consistent in their use of categories.
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In another study, Parker (1958) examined the verbalized thoughts of ten coun-
selors about a client. He employed the following categories: (1) the counselors
listened to three recorded interviews, (2) read materials in a case folder,

and (3) predicted the clients behavior in the next interview. He found signi-
ficant consistency in frequency from one counselor to another, and no increase
in diversity and richness of predictions when more information became available.
Little relationship between diversity and richness and validity of the pre-

dictions was found.

A number of research attempts to classify types of counseling have been made.
Pepinsky (1948) found that counselors tend to agree when classifying cases.
Classifications agreed on were: lack of assurance, lack of information, lack
of skill, dependence, interpersonal conflict, intrapersonal conflict, and
cultural self-conflict. Choice-anxiety was used to classify only two cases

in the study.

In a later study employing similar methodology, Sloan and Pierce-Jones (1958)
found fairly close agreement between counselors on all categories with the
exception of dependence and choice-conflict, which is similar to Pepinsky's
choice-anxiety category. By comparing groups high in each category with
student norms for the Minnesota Multiphasic Personality Inventory (MMPI), the
classifications could be ranked by ﬁhe severity of personality deviation
indicated. Tﬁe order for males was (1) lack of information, (2) lack of

assurance, (3) lack of skill, and (4) self-conflict.

Callis (1965) used a two-dimensional (2D) category: counseling types and cause
of the problem. Counseling types included vocational, emotional, and educational.
Cause of the problems were: (1) lack of information about the environment,

(2) lack of information about self, (3) motivational conflict with self, and

(4) conflict with significant others. Over a four-year period, about half the
clients were found to have received vocational counseling because of lack of

information about self.
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A number of studies indicate that individuals without professional training
can adequately perform counseling. For example, over 30 years ago, employees
were used as counselors in the work setting (Roethlisberger and Dickson, 1939).
More recently, Carkhuff and Truax (1965) reported significant improvement in
behavior of mental patients who had group sessions with counselors lacking
professional credentials, but did have special training in counseling. In a
later study (Carkhuff 1966) reported that standard graduate training does
not necessarily enable counselors to help clients, but that lay counselors
can be trained to counsel effectively. In other areas of research, Brown
(1965) reported that upper classmen, after receiving facilitative training,
brought about significantly higher academic performance by leading small

groups of college freshmen.

Project CAUSE was one of the most extensive attempts to use personnel in
counseling activities after a short training program. In a study of this
project, Daily, Carlson, and McChesney (1968) found that none of the selection
tests correlated highly enough with success ratings to use them in selection.
They found that the best predictors were life history items, in particular,
experiential items. In addition, they found that self-selection, one of the
major selection criterion presently in use in the Navy career counseling

program, was the most successful predictor.

B. PERCEPTIONS OF THE ROLE OF THE COUNSELOR

Research has indicated some differences in the perceptions of the role of the
counselor. Regardless how well this role is defined, what the counselor can

do depends on how others see him. At the high school level, students, parents,
and teachers tend to define the counselor's role as limited largely to matters
of education and vocation. On the other hand, counselors tend to expand their
area of concern to include emotional and personal problems. Grant (1954) asked
students to identify to whom they would go to seek help regarding vocational

planning, educational planning, and personal-emotional problems. They chose
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counselors to help primarily in vocational and educational planning. A later
study (Grant, 1961) showed that school administrators and teachers alsoc felt
that vocational and educational problems, not personal problems, were the
responsibility of the counselor. On the other hand, the counselors considered

social and personal problem-solving to be part of their responsibility.

On the college level also, different perceptions of the counselor's role
persists. 1In a study at Michigan State, Kind and Matteson (1959) found that
the counseling center was considered by some students to be the place to take
personal and social problems; others saw it as a place to take vocational and
educational problems. Other studies also showed that students tend to think
of counselors mainly in relation to vocational and school problems (Dunlop

1965).

C. CHARACTERISTICS OF COUNSELORS

Studies to determine the characteristics of counselors include: Cottle, Lewis,
and Penny (1954) who compared counselors with teachers using two personality
scales (the MMPI and the G2TS),and the strong Vocational Interest Blank as

the basis of comparison. These two groups were found to differ in a number of
items. Schutz and Mazer (1964) developed an attitude scale and administered it
to counselor trainees at National Defense Education Act (NDEA) institutes.
Factor analysis of these attitude data support previous studies and suggests
that counselors working in a rehabilitation setting have characteristics

similar to those of counselors working in an educational area.

Other studies relate counselor characteristics to success of the counselor in
the field. Although correlations between personality measures and success in
the counseling field are generally thought to be too low for selection, some
differences between high and low groups of counselors have been obtained. For
example, Abeles (1958) compared two groups of counselor trainees, rated by their

supervisors as more or less promising., His study showed differences in interests,
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values, and logical factors, but not in ability or general adjustment. In

a study of NDEA counselor enrolees, Kazienko and Neidt (1962) compared self-
descriptions of 125 good counselors with those of 115 poor counselors, using

a choice instrument. Supervisor ratings obtained at summer institutes were
used to establish the groups. Poor counselors placed a high value on security
and strictness, and considered conformity rather than individuality to be
reason for happiness. The good counselors, on the other hand, expressed

more seriousness, gentleness, patience, independence, and individuality.

Both groups, however, considered themselves to be able, honest, mild, friendly,

unaggressive, liberal, and somewhat anxious.

Generally speaking, group difference studies have yielded more impressive find-
ings than correlational studies, when measures of personality are related to
some criterion of on-the-job success. Group difference studies have consis-
tently shown that effective counselors are relatively free from dogmatism or
prejudice; a number of studies of NDEA trainees support this conclusion. For
example, Steffre, King, and Leafgreen (1962) found that nine out of 40 NDEA
counselor trainees, picked as the best counselors by their peer groups, were
low on the Rokeach dogmatism scale. In later studies (Milliken, 1965; Milliken
and Patterson, 1967), where good and poor-rated trainees were compared, it was
found that the good counselor group was less prejudiced as measured by the
Bogardus scale ;hat measured social distance and was less dogmatic as measured

by the Rokeach dogmatism scale.

A number of studies have pointed to a positive relationship between sensitivity
or perceptiveness and counseling success. Truax and Carkhuff (1967) used rating
scales to assess the correlation of accurate empathy, nonpossessive warmth, and
genuineness, to success in counseling. Their study, and a considerable amount
of other research, indicates these qualities are correlated with criteria of
counseling success in a variety of settings and situations, to include college
underachievers, delinquents, and hospital inmates. Other individual studies
that support this finding include Truax, Wargo, and Silver (1966), and Dickenson
and Truax (1966).
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D. COUNSELING THEORIES AND TECHNIQUES

In a comprehensive study to determine whether group counseling was as effective
as individual counseling, Hoyt (1955) found no difference in reaction of voca-
tional classes to satisfaction or certainty between the two methods. In com-
paring directive with nondirective counseling, a number of studies have re-
ported that client-centered techniques are superior (Snyder, 1947). For example,
Carlson and Vandever (1951) found that the interaction between counselors and
techniques differed significantly between the two latter groups, as measured by

follow=-up ratings.

Wrenn (1960) investigated the impact of theoretical orientation on counselor
behavior. In comparing 54 counselors representing a variety of orientations,

the only significant difference was that psychoanalytically-oriented counselors
tended to be lower on the reflection category. In a further study of theoretical
orientation, Grigg and Goodstein (1957) reported that counselors tend to prefer
an eclectric approach. In a follow-up study, they found that favorable outcome
indicators tended to be correlated with reports of comfort and active partic-
ipation. Research on counseling techniques and approaches tend to support the
position that theoretical orientation is less important in the counseling re-

lationship than are the personal qualities of the counselor.

Do counselors need to be expert in testing techniques? While this is considered
desirable, research shows that tests need not be used in certain counseling
situations for two reasons. First, other evidence can be used in place of test
scores. For example, Thorndike (1934) found that intelligence, achievement
tests, and previous grades in school were all useful predictors of highest grade
that would be attained at school. And second, many types of vocational tests
fail to correlate highly enough with later success on the job to be a dependable
predictive counseling tool. For example, using employee ratings as a criterion
of on-the-job success, Latham (1951) found that the correlation between job
suitability and success was practically zero. Thorndike and Hagen (1959) found

virtually no correlation between aptitude test and criterion scores on a study
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of 10,000 men who had taken a battery of Air Force tests in 1943 and who replied
to occupational career questionnaires in 1955 and 1956. A later study by
Ghiselli (1966) indicated that correlations between aptitude and success criteria
are typically low, with considerable variation between studies where correlations
are found to exist. The availability of useful evidence other than test scores,
and the weak predictive power of aptitude tests reduce the need for counselors

to be expert in test techniques. However, in all fairness, there is evidence
that patterns of abilities characteristic of different occupations do exist
(Dvorak, 1935; Thorndike and Hagen, 1959). Evidence for the differentiation of
kinds of occupations on the basis of interest scores has been reported by

Strong (1953). A review of validity studies (Fisher, 1959) indicates that

vocational tests predict failure more accurately than success.

E. EFFECT OF TRAINING ON COUNSELORS

Changes that occur during the course of counselor training programs have been
investigated. For example, Kirk (1936) measured change in counselors after one
year of training. He found increased awareness of complexity and responsibility,
understanding and acceptance. Munger and Johnson (1960) measured changes in
counselors at NDEA summer institute using the Porter Test of Counselor Activities.
He found that the number of understanding responses increased significantly,
while others decreased. Webb and Morris (1963) reported significant changes
after summer institute training. Using a self-rating instrument, enrollees
rated themselves more positively at the end of the training period than before
training started. 1In another study at a summer institute Jones (1963) found a
shift away from informing and advising, toward responses reflecting acceptance

and understanding.

However, follow-up studies indicate that increased understanding does not per-
sist. Although Munger, Myers, and Brown (1963) found that institute trainees
maintained attitudes stated at the end of training better than those stated
earlier, in a later study (Munger, Brown, and Needham, 1964) attitudes tended to

shift toward attitudes held earlier. Similar results have been reported by
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Rochester (1967) who administered the Porter test and the Allport~Vernon-Lindsey
Study of Values to NDEA enrollees. These results tend to indicate that non-
professional counselors need on-the-job training in addition to short and inten-

sive seminar training.

Carkhuff, Kratochville, and Friel (1968), in comparing first and fourth year
clinical psychology trainees at one school, found that the fourth year group
received lower ratings for their maintenance of facilitative conditions, but
increased their ability to perceive and rate these variables in the interviews
of others. At a second school, first year trainees were retested in their
second graduate year. Results showed a significant decline in level of facil-

itative conditions maintained during counseling.

In summary, changes brought about as a result of short-term counselor training
seem to require reinforcement to remain in effect; and extensive training tends

to make counselors more analytic and less facilitative.

F. DELIVERY OF NAVY CAREER COUNSELING INFORMATION

Braunstein (1972) reported that of the Navymen who remembered receiving informa-
tion about the Navy from a recruiter, six in ten did not consider this information
to be accurate. In addition, the study indicated that being kept informed was
important to nine out of ten Navymen. The two reasons most frequently given

for wanting to be informed were: tell us what is going on and why, 22 percent;
and keep us up to date on things, 20 percent. Most useful source of career

information were the Navy Times, All Hands, and the Plan of the Day.

This study also reported that a career counselor was available to 95 percent

of the Navymen sampled. Of the men who tried to consult their career counselor,
93 percent reported that they were able to do so easily. Career counselor ser-
vices were most used to obtain career information (49 percent), to expedite
orders (36 percent), to seek help with personal grievances (36 percent), and to

obtain help with housing problems (31 percent). This study also showed that the
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career counselor was helpful to 92 percent of the men who wanted career infor-
mation, 64 percent of those who had orders to be expedited, 61 percent of those

who had personal grievances, and 48 percent of those with housing problems.

VII. MOTIVATION

Modern motivational theory assumes that increased personnel satisfaction will
lead to reduced turnover (Herzberg, Mausner, and Snyderman, 1959; Porter and
Steers, 1972). If this is true, being able to meet the needs of personnel be-
comes very important to organizations, such as the Navy, that are keenly in-

terested in increasing retention.

For purposes of this research, personnel satisfaction is considered to be an
intervening variable comprised of two domains, the work environment and per-
sonal factors, together with attitudes toward the Navy, humanistic treatment,
and job satisfaction. (See Figure 2-4,) This is a convenient way to organize
and quantify the extent to which needs influence the behaviors and attitudes

of employees in a work setting.

A. THEORIES OF MOTIVATION

The progression of theory about motivation to work began at the turn of the
century. Principles of scientific management set forth by Taylor (1911) grew

out of the Industrial Revolution and the Protestant Ethic. These early moti-
vational theories assumed man's primary motivation to be economic. Taylor's theory
was augmented a quarter of a century later by the human relations approach, in
which economic security and good working conditions were assumed to be joint
motivators (Roethlisberger and Dickson, 1939). A few years later, Maslow

(1943 and 1954) developed a heirarchical theory of motivation. He identified

five levels of need to include:

(1) Physiological needs, such as hunger, thirst, sleep, and six

(2) safety needs, including physical and emotional security
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(3) Love needs, to include the need for affection, affiliation, and

belonging

(4) Esteem needs, man's higher needs for power, achievement, and status;

self-esteem, and the esteem of others

(5) Need for self-actualization, the culmination of all the other needs

of man, to include self-fulfillment and realization of the

individual's full potential

Although Maslow did not intend his needs heirarchy to be used in the work
setting, others (McGregor, 1960; Likert, 1961) found it directly applicable.

A few vears later, Herzberg (1954) began developing a technique for measuring
morale that led to his formulation of the two-factor theory of motivation
(Herzberg, Mausner, and Snyderman, 1959). Using a critical incident method to
obtain data for analysis, Herzberg studied the motivation of two hundred
accountants and engineers employed in firms in the Pittsburgh area. Analysis
of reported good and bad feelings led to the identification of job satisfiers
labeled motivators and job dissatisfiers called hygiene factors. Motivators,
related to job content, included achievement, recognition, the work itself,
responsibility, and advancement. Hygiene factors, related to job context, in-
cluded company policy, administration, technical supervision, salary, inter-
personal relations/supervision, and working conditions. Hygiene factors pre-
vent dissatisfaction, but do not lead to satisfaction. Herzberg's two-factor
theory, closely related to Maslow's needs heirarchy, explained why managers
failed to satisfy employees, even though wages and salaries, fringe benefit

packages, and a luxurious work environment were provided.,

Although Herzberg's two~factor theory gained wide acceptance, it came under

heavy attack because other research workers failed to replicate results when a
different methodology was employed (Vroom, 1964; Dunnette, Campbell, and Hake,
1967; Hulin and Smith, 1967; Lindsay, C. A., Marks, E., and Gorlow, L., 1967;

and Schwab, Devitt, and Cummings, 1971). Vroom, unlike most critics, proposed
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an alternative to Herzberg's model. This model, presented in schematic form by
Dunnette (1967), is built around the concepts of valence, expectancy, and force.
It stresses the importance of individual differences in motivation to work.
Vroom's model is of more value in analyzing organizational behavior than in

motivating personnel in an organization.

An even newer theory, found to provide a promising approach for motivating
managers, has been developed by Lawler and Porter (1967). This multivariate
model, like that of Vroom, is largely based on an expectancy theory of motivation.
Key variables include effort, performance, reward, and satisfaction. Although
the model appears to be empirically substantiated, its relative complexity may

inhibit widespread use.

Finally, a simple model, using a systems approach, has been developed by Smith
and Cranny (1968). This model, while emphasizing the interrelationship between
effort, reward, performance and satisfaction, stresses that, even though manage-
ment's task is to administer rewards, effort is the only variable that affects

performance.

B. MOTIVATION AND JOB SATISFACTION IN THE NAVY

Some of the theories discussed have had a significant effect on career motiva-
tion and retention practices in the military services. Maslow's hierarchy of
needs and Herzberg's two-factor theory both have had considerable impact. For
example, the Air Force new-view study, discussed in AFM 35-16, identified
motivators that lead to job and career satisfaction, and dissatisfiers which
lead to job and career dissatisfaction. Derived from Herzberg's motivators,
the list included: achievement, recognition of achievement, advancement,
growth, patriotism, responsibility, and work itself. Factors identified as
dissatisfiers when improperly applied and controlled were: interpersonal re-
lations, personal life, policy and administration, salary, status, supervision,

and working conditions.
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Specific research has been accomplished which deals with many areas related to
these motivators and dissatisfiers. For example, Navy Personnel Survey (NPS-66-
1) reported that amount of sea duty, lack of stability of family life, lack of
freedom of personal life, and pay and allowances, were unfavorable features of

a career in the Navy. However, chances for furthering education, training,
professional development, a steady and secure income, and retirement and sur-

vivor's benefits were considered to be favorable factors.

In a study of Naval enlisted personnel Stoloff (1971), found that while both

job content and job context factors were important determiners of the level of
on-the-job performance, only the job context and compensation measures assert

a strong influence on reenlistment decision. His findings suggest that the

Navy should concentrate on improving those aspects of a Navy career associated
with basic needs such as living conditions, image of the Navy, and pay. Stoloff
concluded in his study that although quality of work related to liking one:s
job, liking one's pay, and having a positive attitude toward Navy life, re-
enlistment behavior seemed to be independent of a positive attitude toward one's

job.

Braunstein (1972) reports results of a survey of the attitudes and opinions of
Naval personnel in regard to conditions of Naval life, career incentives,
assignments, advancements, Navy information sources, Z-grams, and overseas
homeporting. In findings related to career motivation, Braunstein reports 42
percent of the enlisted men in the study joined the Navy simply to fulfill
their military obligation. Navymen who indicated a preference for a Navy career
were asked to indicate the most important reason for their choice, excluding
pay and allowances. One-half of the Navymen responding said they were staying
in the Navy because of the retirement benefits. Breaking out the data by pay
grade, retirement benefits were found to have the greatest appeal for Chief
Petty Officers and Petty Officers First Class (54 percent), who were relatively

close to retirement.
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In regard to career incentives, the Braunstein study asked respondents what
single action, other than increased pay and allowances, would keep them in the
Navy. Almost half said the Navy could do nothing to keep them in the service,
while 15 percent wanted to be given a choice of duty stations. In answer to a
question about what single benefit Navymen would most like to see enacted if
additional funds were available, 22 percent wanted special allowances for high
cost of living areas. However, Navymen at different stages in their Navy careers
want different things. First enlistment men were more likely than later en-
listment men to want BOQ for bachelors ashore and afloat, and improved living
conditions aboard ship. Braunstein's survey also evaluated five Navy programs
in terms of their value in getting men to reenlist. The program considered

most effective by the Navymen (84 percent) was the Variable Reenlistment Bonus
(VRB) . Almost seven in ten Navymen (68 percent) said they would prefer to re-
main in a homeport area of their choice for eight to ten consecutive years while

rotating duty stations within that area.

In a social-psychological examination of career commitment, Zard and Simon
(1964) found that occupational choice is often made with only slight knowledge
of the gratifications and deprivations which the occupations offer. It seems
that an occupational choice transforms itself into a career line after initial
expectations are either confirmed or not confirmed. Zard and Simon reported
that perception of skill utilization is a rough measure of present job satis-
faction, but by itself, low job satisfaction is not a sufficient reason to give

up a military career.

These researchers also concluded that in the absence of a reasonable alternative,
even the person who feels his skills are not being utilized is likely to stay
in the Navy. These data suggest that services must be as much concerned with

career experiences as they are with career recruitment.
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Suggestions about how to develop an organization that enables the employee to
grow and use his capabilities to the fullest have been made. In addition, Porter
and Steers (1972) discuss a "modeling or social institution" approach, as
described by Bandura and Walters (1963), in modifying behavior through the

use of rewards. Porter discusses specific rewards, using a motivational theory
approach as developed by Porter and Lawlor (1968) . Specifically, two key factors
must be influenced if effort is to be increased: (1) the value the individual
puts on certain awards, and (2) his expectations concerning whether he can

obtain these rewards if effort is expended.

In summary, personnel satisfaction, attitudes, values, perceptions, and
expectations are an aggregate of motivational theories that attempt to model
satisfaction. These theories have been applied in building our model for use

in the Navy setting.

VIII. RESEARCH DESIGN

The basic research design that guided this survey appears in Figure 2-5. Al-
though the.design is cross-sectional, comparisons can be made across time and
between yes, no, and undecided reenlistment intents. A comparison between pre-

and post-reenlistment personnel satisfaction can also be made.

Data from each of the four domain's described in paragraph V were gathered
from personnel samplings of each of the nine logical cells that comprise this
design. Methods for analyzing these data are discussed in paragraph IV of

Section 3.

IX. HYPOTHESES

The survey rationale, as implemented in this research, constrains both
design and types of data available for empirical test. Therefore, to prevent
further limitation on the outcomes of this research, a set of general, rather

than specific hypotheses were formulated.
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The set of hypotheses that guided this research were as follows:

1. The Career Counseling Program has a positive influence on

reenlistment intent.

2. The Career Counseling Program has a positive influence on

personnel satisfaction.

3. The organizational environment within which the Career
Counseling Program functions has an influence on the

effectiveness of the program,

4, If the Navy, as a social institution, provides a positive
environment for the individual Navyman, intent to reenlist

is increased.

5. When job satisfaction is high, intent to reenlist is
increased.
6. Demographic variables influence intent to reenlist.

The methodology used to test these hypotheses, and the results obtained are

presented and discussed in the following sections of this report.
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SECTION 3 - METHODOLOGY

I. INITIAL INVESTIGATION

A series of visits and interviews provided the information base needed for
development of the survey questionnaire. The Los Angeles Armed Forces Exami-
nation and Enlistment Station (AFEES) was contacted to permit familiarization
with current recruiting information and procedures. The staff and students

at the Career Information and Counseling (CIAC) school in San Diego, California,
were interviewed concerning actual course content. The current status of career
counseling in the Navy, as perceived by these Navymen, was also reviewed during
these meetings. Interviews were also conducted with several command career
counselors assigned to operational units in the San Diego area. Sufficient
information was gleened from these sources to permit questionnaire development.
Therefore, extending the interviewing to include Navymen not associated with

career counseling was deemed unnecessary.

II. QUESTIONNAIRE DEVELOPMENT

Based on information obtained during the initial investigation, questionnaire
items designed to measure the client's perception of various aspects of his
association with the Navy were included together with items dealing only with
career counseling. Table 3-1 identifies the number of questions in each sec-
tion of the questionnaire, and shows how they relate to one or more of the
stated objectives of the Career Counseling Program. A single item can pertain
to more than one objective. The total number of unique items in each section

appears at the far right.

Sections of the questionnaire were ordered so that items specific to career
counseling appeared later. Instructions to client Navymen made no mention of
career counseling. Thus, the preset for respondents was retention, rather

than career counseling.
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The questionnaire in a prototype form was field-tested using men from the
submarine service, the aviation service, and men assigned to destroyers in the
San Diego area. As a result of the field test, some items were deleted and
others modified. The final form of the questionnaire was administered by SDC
personnel in three areas, Long Beach and San Diego, California, and Norfolk,

Virginia. The questionnaire, including response data, appears in Appendix A.

ITI. SAMPLING

The original sampling logic was to include all first~term personnel in the
units sampled, as well as all second-term personnel whose reenlistment commit-
ment was made within the past six months. These guidelines applied to units
with less than 1,000 enlisted men aboard {cruisers, destroyers, submarines,

and air squadrons). For the ships company aboard aircraft carriers, this
sampling technigue was modified to include the same group of second-term per-
sonnel, first-term personnel within six months of the end of their enlistment,
and other first-term personnel until the sample equalled 250 men. This sample
was to net approximately 2,000 men from surface ships (Pacific Fleet and
Atlantic Fleet) and 100 men each from submarine and aviation squadrons (Pacific

Fleet).

Some of the problems that are often associated with the conduct of research in
a field setting were encountered in this study. Included among these difficul-

ties were:

(1) Less than optimum facilities for administration of question-
naire. For example, due to remodeling activities aboard a
ship in the shipyard, respondents were required to sit on the

deck while answering the questionnaire.

(2) Variations from the specified plan in the size and composition
of the sample at unit locations. For example, due to operational
work requirements, only a small percentage of the first-term
personnel aboard one ship were able to respond to our question-

naire.
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The resulting sample is displayed in Table 3-2. Further breakout of the sample

by term and reenlistment intent appears in Table 3-3.

Table 3-2. Sample by Type of Service and Fleet

Type of Service Pacific Fleet Atlantic Fleet Total
Surface
Ships 942 514 1456
Air
Squadrons 204 -- 204
Submarines 51 - 51
Total 1197 514 1711

Table 3-3. Sample by Term/Time and Reenlistment Intent

Reenl istment Intent
Term/Time
Yes No Undecided | Total
More than six months to serve (Later) 48 726 197 971
First
Six months or less to serve (Soon) 15 508 27 550
Term
Extention 6 81 10 97
Second Term 21 27 27 75
Total 90 | 1342 261 1693%

*Only 1693 of the total 1711 Navymen responded to Term, End of Obligated
Active Service (EAOS) and Reenlistment Intent items.
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Because of the small number of second-term personnel, a logical grouping of
cells seemed to be advisable. Because the last six months before completing
an enlistment is the period of high reenlistment pressure, it was decided not
to attempt to enlarge this time period to increase the cell size. Since Navy-
men serving an extension of their first term had voluntarily remained in the
Navy past their initial enlistment, they were grouped with the second-term

personnel (see Table 3-4).

Table 3-4. Organization of Sample for Analysis

) Reenl istment |ntent
Term/Time Total
Yes No Undecided
First |More than six months to serve 48 726 197 971
Term Six months or less to serve . 15 508 27 550
Second Term and Extension 27 108 37 |72
Total 90 1342 261 1693

The word voluntarily is used guardedly here because an unknown percentage of
our sample had agreed to the extension at the time that they originally

enlisted, in return for specialized training. A comparison of the responses
of these two groups was made to identify any bias the combination might have
on the analyses to be performed. Table 3-5 shows results of the comparison
between the responses of reenlisted personnel and the responses of extended

personnel on the 70 ordinal items used in the analyses.
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Table 3-5. Reenlisted versus Extended Analysis of Responses to Ordinal Items
REENLISTED EXTENDED TOTAL (N) F QUESTIONl
4.39 4.60 4.5| (71) 3.214 6 Background
2.33 .70 .98 (173) 12.877%% 7 :
.t.
3.79 3.76 3,77 | (169) | 0.009 24 nformation
2.86 3,08 2.98 (173) 5.995% 25
2.75 3.12 2.96 (173) 7.030%* 35 Attitude
Toward
2.38 3,44 2.98 (173) 20.96 | ¥¥* 36 :
R
2.75 2.53 2.63 70 |77 40 senlistment
2.99 3.1 3.05 (168) 0.531 45
3.39 4.19 3.84 C171) 22.229%% 48
3.89 4.06 3.99 (167) 0.721 49
2.21 1.73 .94 (173) 7.529%% 50
2.88 3.37 3.16 (172) 5.848% 51
2.86 2.90 2.89 (166) 0.067 53
2.59 2.58 2.58 (173) 0.005 54
2.86 3.60 3,28 (171) 13.331%% 55
2.11 2.51 2.33 (172) 5.166% 56 Attitude
2.71 4,07 3.47 (173) 57.216%* 57
2.79 3,08 2.91 ( 90) | 1.954 61 Toward
2.90 3.57 3.18 ( 89) 5.690% 62 Navy
1.96 2.14 2.03 ( 88) 0.337 63
.70 2,86 2.34 (169) 33,824%% 65
2.32 2.48 2.41 (169) 0.790 67
2.64 2.99 2.83 (169) 3.761 69
3.05 3.92 3.53 (169) 8. 175%* 70
3.41 3.78 3.6l (168) 3.789 71
3.58 3,89 3.75 (165) 3.551 74
3.12 3.39 3.27 (169) 3.112 76
1.95 2.35 2.17 (170) 6.146% 77
3.10 3.12 3,11 (166) 0.028 78
2.33 2.80 2.59 (168) 9.837%% 79
3.13 3.43 3.29 (170) 3.682 80
3.3l 4,00 3.69 (170) |7.638%% 8l
2.55 2.62 2.59 (168) 0.149 82
3.09 2.65 3.40 (172) 10.317%% 83
3.47 3.46 3,46 (173) 0.003 84
3.93 4.59 4,30 (172) [1.625%* 89 Attitude
3,24 2.88 3.03 (172) 3,103 90 Toward
3.78 3.77 3.77 (172) 0.001 91 Job and
3.09 3.05 3,07 (173) 0.044 92 Training
2.91 2.84 2.87 (172) 0.123 93
*Significant at the .05 level
**Significant at the .0l level
lNumbers associated with tabular data refer to the questionnaire in Appendix A.
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Table 3~5. Reenlisted versus Extended Analysis of Responses to Ordinal Items

(cont'qd)
REENLISTED | EXTENDED | TOTAL (N) F QUESTIONY
2.62 3,14 2.91 (173) | 6.631% 94
3.12 3,58 3,38 (173) | 4.684% 95 .
2.63 3.02 2.85 (173) | 4.152% 97 AlAARLLL
2.82 3.08 2.97 (173) 2.153 98 Toward
2.13 2.59 2.39 (173) | 7.010%* 99 Job and
3.97 4.26 4.13 (168) | 3.345 101 -
.
2.59 3.04 2.84 (173) | 4.591% 102 raining
2.86 3.37 3.15 (168) | 6.639% 103
2.59 3.24 2.95 (170) | 12.573%* 104
2.80 3.02 2.92 (173) |.822 106
1.93 1.98 1.96 (173) | 0.053 107
3.03 3.06 3,05 (170) | 0.043 134
2.26 2.5 2.40 (71 | 2.512 136 Attitude
2.3] 2.13 2.23 ( 92) | 0.509 137
2.25 2.76 2.53 (172) | 10.570%* 14 Toward
2.64 3.55 3.15 (173) | 24.949%% 142 Career
2.93 3.0l 2.98 (171) 0.202 143 Counseling
2.39 2.43 2.42 A7) | 0.034 146
2.09 2.24 2.18 (171) | 0.893 147 Program
.86 2.02 1.95 (172) |.528 149
4.23 4.46 4.36 (169) | 2.896 150
3.49 4.14 3.85 (170) | 13.136%* 155 Attitude
2.0l 2.06 2.04 (167) | 0.119 156
2.12 2.49 2.33 (163) | 5.074 162 Toward
2.74 2.90 2.83 (168) |.044 163 Counse lor
3.93 3.95 3,94 (158) | 0.047 167
3.07 3,32 3.20 (166) 1.312 169 Attitude
2.21 2.28 2.25 (126) | 0.489 175b Toward
| .44 1.45 [.44 (126) 0.007 175¢ Counseling
1.60 |.54 .57 (127) | 0.312 175d Interviews

-

*Significant at the .05 level
**gignificant at the .01 level

lNumbers associated with tabular data refer to the questionnaire in Appendix A.
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Differences between the extended and reenlisted groups were analyzed further,
as shown in Table 3-6. This analysis draws attention to those items from
Table 3-5 that showed a significant difference between means. Results obtained

from the analysis of categorical items also appear in this table.

In Table 3-6, reenlistment status categories are ranked on the basis of

. 1 X
increasing percentage responding no to reenlistment intent (31)~. This
method of ranking was adopted since the no response category tends to be a

more stable predictor of actual reenlistment behavior.

In summary, results show that in every instance the reenlisted group sampled

is more positive toward the Navy and career counseling. Therefore, the combina-
tion of these two groups tends to bias mean responses toward the negative end

of the scale. Any significant differences in Section 4, Results, where the
reenlisted/extended group is more positive should therefore be considered

conservative.

Since this method for increasing cell size has been shown to introduce bias
only in a conservative direction, it was adopted for use in the remaining

analyses.

lNumbers preceded by a Q and enclosed in parentheses provide a cross reference
to specific questionnaire items detailed in Appendices A, B, and C.
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Iv. ANALYSIS APPROACH

Descriptive statistics, including freguency distributions, were obtained for
each item of the questionnaire. In addition, the data analysis included
comparisons of responses to 67 ordinal items among nine subgroups. Three
major subgroups based on stated intent to reenlist--(1) vyes, (2) no, and

(3) undecided (Q31) --were subset into three categories based on the following

criteria:

(1) First Later (or Later) -- personnel serving their first
enlistment who do not have to make an actual reenlistment
decision until later, i.e., EAOS is more than six months.

(2) First Soon (or Soon) =-- personnel serving their first
enlistment who must make a reenlistment decision relatively
soon, i.e., EAOS is within six months.

(3) Second/Extension (or Second) -- personnel who have recently

reenlisted for a second term, generally within the last
six months. Personnel who have extended beyond their

original obligated term are included within this group.

A one-way analysis of variance (ANOVA) procedure was used for these comparisons.
Figure 3-1 illustrates the format used for reporting analysis of variance. For
each item analyzed, the following data were obtained: the applicable question;
individual arithmetic means for each of the nine reenlistment intent and term/
time combinations (boxes 1-9); composite means for each of the six primary
subgroups (boxes 10-15); a mean of the subgroups (box 16); F ratios for

the means of reenlistment intent (box 24) and term/time (box 20). Significant
variances are indicated by a single asterisk (*) for F ratios that exceed

chance occurrence at the .05 level; double asterisks (**) indicate .0l level

values. (See Appendix B for derived data.)
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REENLISTMENT INTENT
QUESTION TERM 2.3;3'; F
YES NO UNDECIDED
. (Reproduction of question and
response alternatives.) FIRST LATER o) (2) (3) (13) @20
FIRST SOON (4) (5) 6) (14) (22)
SECOND/
XTENSION N (8) (9) (15) (23)
TOTAL
GROUP (t0) atn (12) (16) (24)
F (17) (18) (19) (20)

Figure 3-1. Sample Form for ANOVA

For items that are essentially neither scaled, nor ordinal, percentage response
for each alternative is shown in Appendix C. Frequencies are provided
(Figure 3-2 format) for each alternative for the total group, and for yes, no,

and undecided intent to reenlist. (See Appendix C also for derived data.)

TOTAL REENLISTMENT INTENT

QUESTION RESPONSE GROUP

YES NO UNDECIDED

Figure 3-2. Sample Form for Nonscaled Item Percentages

Additional categorical and correlational techniques were used to analyze the
job satisfaction data. Specifically, rank-order correlations were used in
the analysis of organizational unit data, and an intercorrelation matrix was
computed to include all items where significant differences were obtained
between reenlistment intent groupings. In a limited number of instances, the

significance of difference between percentages was also computed.
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In summary, multiple methods of handling the survey data were used. The gamut
ranged from simple descriptive statistics to the more sophisticated techniques

described above.
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SECTION 4 - RESULTS

This section reports results obtained from the analysis of survey data.

Results from each of five areas--demography, unit of assignment, job satis-
faction, attitude toward Navy and attitude toward career counseling--are
presented here. Each analysis centers on the set of 22 items that were
empirically found to distinguish between reenlistment intent groups in a

highly significant manner (p < .0l). Results obtained from analysis of
additional items are also summarized in this section. In addition, comprehen-
sive statistics descriptive of the entire questionnaire, together with detailed
cross-break results, may be examined by referring to Appendices A, B, and C of

this report.

I. ANALYSIS OF DEMOGRAPHIC DATA

The analysis of demographic data places emphasis on variables that are believed
to be associated with the Navyman's intent to reenlist. Variables thus

selected are race, pay grade and marital status.

A. REENLISTMENT FOCUS FOR ANALYSIS

The primary objective of the Navy Career Counseling Program is increased
retention of qualified personnel. Therefore, the analysis results are
organized for presentation on the basis of intent to reenlist. Items selected
as a focal point for this analysis were the 22 found to discriminate
reenlistment intent differences significantly. These items were further
subdivided into four domains identified in Section 2. Specific gquestion

break out by domain are as follows:

(1) Career Counseling Program Domain (N=4)

] What influence has career counseling had on your intent to

reenlist? (Q35)l

1 .
Numbers preceded by a Q and enclosed in parentheses provide a cross-reference
to specific questionnaire items detailed in Appendix A.
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(2)

(3)
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What is your opinion as to the value of the Career Counseling

Program to you? (Q142)

How often do you chat (not an interview) with your career

counselor? (Ql55)

Do you agree that your career counselor is really interested

in helping you make the most out of your life? (Q163)

Organizational Climate Domain (N=6)

How have you been treated in the Navy? (Q69)

Do you agree that the Navy is interested in you as an

individual human being? (Q81)

Do you agree that the Navy treats you as a person worthy of

respect? (Q83)

Do you agree that the Navy is making good use of the talents

of most of your shipmates? (Q91)

Do you agree that the job you are doing is important to the

Navy? (Q99)

How interested do you feel your commanding officer is in your

career progress? (Q103)

Work Environment Domain (N=5)

How well do you feel your abilities could be utilized in a

civilian job compared to the way the Navy is using them? (Q50)
How many months have you been at sea in the last year? (Q80)
How do you feel about your job assignment now? (Q94)

Is your present job interesting? (Q97)

What use is being made of your abilities in your present job

assignment? (Q98)

4-2
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(4) Personal Factors Domain (N=7)

(a) Attitudes and Values (N=5)

) How much of a contribution do you feel you are making

to society by serving in the Navy? (Q55)
° Do you agree that you like being in the Navy? (Q57)

) How important is it to you to be regarded as a good

Navyman by your superiors? (Q65)

® How would you rate you own attitude toward the Navy

in the past six months? (Q70)

o Do you agree that your service in the Navy has been a

valuable experience? (Q77)

(b) Incentives (N=2)

° How much influence would Variable Reenlistment Bonus

(VRB) have on your decision to reenlist? (Q36)

° As far as you are concerned, how would you rate your
Navy career financially against a civilian career which

you would pursue? (Q48)

In each of the analysis areas that follows, results from this set of items
pertinent to the area will be presented and discussed separately whenever

findings warrant this treatment of the data.

B. RACE DATA ANALYSIS RESULTS

The impact of race on reenlistment intent was examined for each of the 22
critical items. In 16 of these items, no significant differences between the
two races were found. For those items where significant differences did
exist, comparisons between blacks and whites are shown in Figure 4-1. Items

will be discussed by domain in the following paragraphs.
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1. Career Counseling Program

Four questions pertained to the Navymen's perceptions and association with
career counseling. As shown in Figure 4-1, there was a significant difference
between black and white responses regarding the value of the Career Counseling
Program (Ql42). Although both groups were inclined to report that the
program per se was of little value to them, blacks were significantly more

favorable to the program than were the whites (p <.05).

There was no significant difference between blacks and whites with regard to
the impact of the Career Counseling Program on reenlistment intent (Q35). As
shown in Table 4-1, however, all groups indicated that career counseling had
"no effect" on their decision to reenlist with the exception of Malayans. They
indicated that the program had a generally positive influence on their intent

to reenlist.

All groups indicated that other than interviews, they seldom chatted with their
career counselors (Q155), and they gave a neutral response when asked if their
career counselor was really interested in helping them make the most of their

lives (Q163).

2. Organizational Climate-

None of the organizational climate questions contained within the set of 22
critical items were responded to differently by blacks and whites. As shown
in Table 4-1, there were also no significant differences between responses of
blacks and whites when asked if the Navy was interested in them as individual
human beings (08l), or if they were treated as persons worthy of respect (Q83).
Both groups indicated slightly negative attitudes in their responses to both
questions. Of all the groups, orientals were most negative and Malayans least

for both questions.

Although blacks and whites did not disagree in how they felt about the kind of

use the Navy was making of their shipmates' talents (Q91), orientals tended to
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feel the Navy was making poor use, and the Malayans, good use. In response to
the question about commanders' interest in their career progress (p103), all
groups indicated his interest was average, with no significant differences

among racial groups.

3. Work Environment

When compared with respect to how their abilities could be utilized in a
civilian job as opposed to how the Navy is using them (Q50), blacks tend to
rate the Navy significantly higher than do whites. These findings tend to
support the position that, for the blacks sampled, they generally seem to
feel that the Navy is treating them fairly as an employee.

4. Personal Factors

a. Attitudes and Values

As shown in Figure 4-1, blacks feel they are making a greater contribution to
society by serving in the Navy (Q55) than do whites. Blacks tend to like the
Navy (957, Q70) significantly more than whites. However, both groups tended
not to like being in the Navy. As shown in Table 4-1, all groups indicated
it was of some importance to them personally to be well regarded as Navymen
by their superiors (Q65), with one exception. Orientals rated this only

average.

b. Incentives

There was no significant difference among racial groups with respect to the
influence that VRB might have on their decision to reenlist ({Q36). All groups
agreed that the VRB would have a favorable influence on this decision. How-
ever, in rating a Navy career financially against a c¢ivilian career (048)
there was a significant difference between blacks and whites. Blacks rated

a Navy career more financially advantageous to them than did the whites.
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With respect to reenlistment impact and satisfaction, as shown in Table 4-2
blacks, and (to a lesser degree) whites indicated that satisfaction about the
choice of job assignment in the Navy would have some impact on their intent to
reenlist. Both blacks and whites indicated averagel satisfaction in this

area (Qal)z. Blacks and whites also indicated that satisfaction about the
recognition they get for doing their jobs would have some impact on

reenlistment (Qa5).

Both blacks and whites indicated that the attitude their supervisors had
toward people would have some impact on reenlistment (Qa6). Whites, and to a
lesser degree blacks, indicated that the way time is utilized during interviews

with the career counselor would have some impact on reenlistment (Qal3).

The amount of cash they would receive as a reenlistment bonus would have greater
impact on reenlistment intent for whites than blacks (Qalé). Both blacks and
whites indicated advice in dealing with money problems would have some impact

on reenlistment (Qal9).

Availability of help in handling drug and alcohol problems would have more
impact on reenlistment intent for blacks than whites (Qa2l). Both blacks and
whites indicated that the quality of medical/dental care they received would
have great impact on reenlistment. Blacks indicated they were fairly

satisfied with this area, while whites indicated only average satisfaction (Qa22).

Blacks indicated that the attitude of their career counselor would have more
impact on reenlistment intent than did whites (Q27). Blacks also indicated
that the frequency of interviews would have more impact on reenlistment intent

than whites (Qa28).

1 .
Average on the satisfaction scale falls between fairly satisfied and fairly
dissatisfied.

The "a" preceding the question numbers indicate that these items appear in
Appendix A in the last section of the questionnaire, which deals with impact
on reenlistment and satisfaction on the job.



System Development Corporation

TM-5031,/002/00

28 February 1973

T9AST T0° 9Y3 3e JUEDTITUDTSy«
ToAST GO° 943 I JUEdTITUDTS

sxTeUUOT3SOND Jo gg pue g¢ obed woxy sIsqumu uotysond

8c *#%C8Z°L | (LO¥1) 95°¢ AARYS 8G"¢ 126"\ SRR AD) 95°¢ vz | Ls°C
Lz xxVLPTCL] C1OV]) e 89°¢C gl e %xx09¢°8 | (Olv!) 9¢°¢C vl'zy) Le'd
9z %1227 11| (9zr ) eLre e GLS 0970 | (vevl) etz g8ez | 1e7¢
T4 6L | (9zv1) 89°¢ 16°¢ 69°¢ L£0°0 | (9zZ¥1) 9z°c vzrc| 9¢°¢
124 69670 | (lgvh) Gete 127287 1291 Z00°0 | (9gvl) el getz | eeC
14 69¢°0 | (8evl) £8°Z GL¢ y8°Z y86°0 1 (&¥¥l) 20°¢ 961 | £0°¢
44 ¥%966°L | (gvvl) 90°¢ v9° e 60°¢ 19971 (evvl) 76" 1 €81 9671
¥4 0g1*0 | Ulgkl) cl'e 9l'g 4184 x%£06°6 | (8evl) e 81"z | wv'¢
0z 8gLz | Clzwl) 0z ¢ 66°2 12°¢ 6LL7 ) (62v1) vz Z glrzy ve'e
61 918 ¢ | (agyvl) 9% e vite Lete 6Ly Yy | (Ogvi) e Lzrz| wvv'e
81 L0z°0 | (Ogvl) 90°¢ 00°¢ 90°¢ rget0 | (8evl) ¢0°¢ 60°Z} ¢0°2¢
Ll 1€L°0 | (82v1) 86°¢C 98°Z 66°¢ 0811 (9ev ) 06" | 08"1 | 06°I
9l 961°¢C | (vZwl) 6ete L&°¢ ge'e ¥x9L2°8 | (9evl) 66" Gzrz} L6
Gl G61°0 | (vavD) 69°¢ v9°e 69°¢ ¥89°¢ | (Gvvl) 161 60°C | 06"1
vl Lee" | (9w 1) 80°¢ 6 80°¢ L9%°0 | (lavl) 06" | 961 06°1
¢l 9¢ste | (zegl) 1278% 0z°¢ ar'e *xx1¥6°8 | (LOV1) 16°¢ 6Z2°C) <5'C
Z1 80L°0 | (vZv!) 1283 (4IRS ¥9°¢ vizee | (vevl) 90°2 Zz ) s0°¢
I 886°1 | (8Z¥I) 06°¢ €L'e i6'¢ 26270 | (9¢v1) 9¢'¢ vz 9¢°¢
0l [71°0 | (9Iv]) €9°¢ 86°¢ £9°¢ 91070 | (811} 8¢°¢ 8e'C | 8¢°C
6 091°1 (6evl) 01°¢ 96°¢ e 02670 | (Le¥l) A4 verzp eete
8 L2070 | (&vvl) 6°¢ 68°2 26°C 20 | (8evl) Lz°z lgrzy Lz2'¢
L 8ya 0 | (evvl) A% [4487 gete 69 T | (evvi) 1294 122 | ve°c
9 x%x678°6 | (6v¥1) ya¢e Zl e Lg ¢ ZLy0 | (vt £0°¢ 60°C| ¢0°¢C
4 *%x290°¢1 | (0G¥1) 29/¢ it G9°¢ 6Z0°0 | (vvrl) eie A4 B N4
14 oLt | (9yvl) 1c°¢ v0°¢ AN 0¢£°0 | (9v¥i) 80°¢ zitz ) LO0°¢
€ 0se e | (gvvh) sr'e 61°¢ or'¢ vz9° 1l | (ovyh) 90°¢Z L1'zy 90°¢
4 98070 | (lavl) 8C°¢ v s 8C°¢ 290° | (8¥v1) 1z°¢ 62°¢) 12°¢C
| ¢62°0 | (Ls¥l) v e £6°e 1A x06g v | (6svl) 80°¢ 6Z'Z | LO°¢
uofseng 4 (N) jejol oelg | o+1UM 4 (N) fefol | oeig | a4lum
Uo14oB}S|4BS +oedu|
sowy Aq swe3I uoT3zoegsIzes/roedur o3 sesuodsay yo sTsAreuy  “Z-¥ 9TqeL

4-11



System Development Corporation
28 February 1973 TM-5031/002/00

C. PAY GRADE DATA ANALYSIS

There are at least three factors that, on a priori grounds, might be assumed to
contribute to results obtained in this analysis: race, marital status, and
incentive pay. The manner in which these variables distribute as percentages
across the range of pay grades sampled appears in Figure 4-2. This figure

shows that the percentage of blacks contained in the sample decreases as pay
grade increases. The percentage of married enlistees and those whose VRB
multiple is 4 increases as pay grade increases. Therefore, the characteristics
of the sample, demonstrated to vary across pay grades in a systematic manner,
could bias results and possibly serve as a contributing factor to findings
obtained in this analysis. Therefore, data are presented for consideration, but

interpretation remains minimal in this section.
When pay grade data was analyzed, not quite half of the items for which ANOVAs
were computed showed significant differences across pay grades. Results are

shown in Table 4-3.

1. Career Counseling Program

There were no significant differences between pay grades with respect to the
influence that career counseling has on intent to reenlist (Q35). When queried
as to the value of the Career Counseling Program personally (Q142), there was a
difference significant at the .05 level. Pay grade 6 rated program value highest,

followed by pay grades 2, 1, 5, 4 and 3.
With respect to how often they chatted with their career counselor (Q155), all
pay grades except the highest (6) indicated they seldom chatted with him. Pay

grade 6 indicated that they occasionally chatted with the career counselor.

2. Organizational Climate

When asked how they were being treated in the Navy (Q69), all pay grades indi-

cated they were given average treatment except for pay grade 6. Those sampled
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from this pay grade indicated they were treated somewhat fairly. Responses
across all pay grades were generally negative concerning the Navy's interest

in people as individual human beings (Q8l) and whether the Navy treats individ-
ual Navymen with respect (Q83). There were significant differences across pay
grades, with pay grade 6 responding in the most negative manner, and pay grade
two, the least. All pay grades generally disagreed when asked if the Navy was
making good use of the talents of their shipmates (Q91). In rating the impor-
tance of their current job in the Navy (Q99) there were significant differences
among responses across pay grades. Pay grade 1 favored a no opinion response,
while pay grade 5 indicated a slightly positive response. The remaining pay

grades varied between these two extremes.

3. Work Environment

In comparing the utilization of their abilities between civilian and Navy jobs
(Q50) , there were significant differences in responses. All pay groups
sampled responded that their abilities could be utilized somewhat better in a
civilian job. Pay grade 1 was the least positive, followed by pay grades 2,
4, 6, 3 and 5. Clearly the initial and end retirement parts of the career

pattern can account for scme of these differences.

Number of months spent at sea in the past year (Q80) increased directly with
the pay grade. Pay grade 1 indicated from 1 to 3 months, and pay grade 6
indicated closer to six months. Pay grade 1 was the least satisfied with their

current job assignment (Q94) while pay grade 5 was the most satisfied.

In rating the interest factor of their present job (Q27), there were signi-
ficant differences in their responses, with pay grade 1 tending toward
judging their job to be fairly uninteresting and pay grade 5 tending toward

reporting that their jobs were fairly interesting.
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4, Personal Factors
a. Attitudes and Values

All pay grades generally disliked being in the Navy (Q57). Pay grade 1 gave the
least negative response, followed by pay grades 2, 5, 3, 4 and 6. However,
there was no significant difference between pay grades in feelings as to

the contribution to society individuals made by serving in the Navy (Q55).

All pay grades felt they were making at least some small contribution by

serving in the Navy.

All pay grades felt it was at least of some importance to be regarded as a
good Navyman by their superiors (Q65). Pay grade 2 rated this factor highest,
followed by pay grades 5, 6, l, 4 and 3.

There were significant differences across pay grade with respect to whether
being in the Navy was a valuable experience (Q77). Pay grade 1 felt it was

least favorable, with responses becoming more positive as pay grade increases.

b. Incentives

There were significant differences in the responses to a question about VRB. All
pay grades indicated that the VRB would have some influence on their decision to
reenlist (Q36). The degree of influence varied, with pay grade 3 judging VRB to
be least influencial, followed by pay grades 1, 2, 4, 5 and 6. 1In comparing a
Navy career financially against a civilian career (048), all Navymen samples
thought a civilian career would be somewhat better financially. Pay grade 4

rated a civilian career highest, followed by pay grades 3, 5, 1, 2 and 6.
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D. MARITAL STATUS ANALYSIS

This section describes the results of the one-way analysis of variance for five
categories of marital status as represented in the sample. The five categories
are: never married, married, legally separated, widowed, and divorced. Results
for seven of the 22 critical items are shown in Figure 4-3. Additional results
are shown in Table 4-4. Be apprised of the small sample size of the legally

separated and widowed groups when consulting this table.

1. Career Counseling Program

All groups except widowers indicated that career counseling had no effect on
their intent to reenlist (Q35) (see Table 4-4). Widowed respondents indicated

it had a generally positive influence.

In comparing ratings of the value of the Career Counseling Program personally
(0142), significant differences between the groups were found. Most groups
indicated that the program had some value. There were also significant differ-
ences in the frequency of interaction with career counselors on an informal
basis (Q155). All groups indicated they seldom chatted with him. However,
married personnel chatted with him most frequently, followed by the legally
separated, divorced, never married, and widowed. Most groups indicated a

no opinion when asked if they thought their career counselor was really

interested in helping them to make the most of their life (Qle63).

2. Organizational Climate

There were no significant differences of responses among marital status groups
for any of the questions that pertained to organizational climate. All groups
tended to disagree with the statements that the Navy was interested in them as
individual human beings (Q81) or that the Navy treated them as persons worthy

of respect (983). With regard to judged importance of job to Navy (099), re-
sponses ranged from slightly negative, by the widowed group, to slightly positive,
with the legally separated indicating the most positive followed by the married,
divorced and never married. All groups rated their commanding officer’'s interest

in their career progress (Q103) average or a little lower.
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3. Work Environment

When asked about the extent to which their abilities could be used in a civilian
job, as compared with how the Navy is using them now (Q50), there were signifi-
cant differences in responses. All groups indicated their abilities would be
better utilized in civilian jobs, with the widowed indicating this the highest,
followed by the legally separated, married, never married, and divorced. There
were significant differences in the number of months spent at sea in the last
year (Q80). The widowed spent no time at sea followed by the divorced, never
married, married, and legally sepafated. The mean response was three to six

months.

There was no significant difference in the groups' response as to their current
job assignment (Q94) and whether their current job was interesting (Q97). Ex-
cept for the widowed, who indicated they were fairly unsatisfied in their cur-
rent job assignment, although it was fairly interesting, all groups indicated

average responses to both questions.

4, Personal Factors

a. Attitudes and Values

All marital status groups felt they were making a contribution to society by
serving in the Navy (Q55). Although there was no significance between groups,
the never married felt they were making the smallest contribution and the

widowed the largest contribution.

There was no significance between groups in their responses as to their liking
to be in the Navy (Q57). The responses ranged from neutral (no opinion) to
some degree of dislike. The most negative responses were from the legally

separated, followed by the never married, married, divorced and widowed.

4-24



System Development Corporation
28 February 1973 TM=-5031/002/00

All marital status groups, except one, felt it was important to be well regarded
as Navymen by their superiors (Q65). The exception was the widowed which in-
dicated a neutral, no opinion, response. The legally separated rated this

factor highest followed by the divorced, married, and neve r married.

The majority of groups generally agreed that their service in the Navy was a
valuable experience (Q77). The widowed strongly disagreed with this statement
however. Of the remaining groups the legally separated indicated the most
neutral response and the divorced the most positive response, with no signifi-

cant difference among groups.

b. Incentives

There were significant differences in the amount of influence the VRB was
judged to have on the intent to reenlist (Q36). Widowers indicated the VRB
would have a fair amount of influence, while the other groups respectively
indicated lesser degrees of influence as follows--divorced, married, never
married, and legally separated. In comparing a civilian career financially

with a Navy career (Q48), significant differences among groups failed to emerge.
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II. UNIT DATA ANALYSIS RESULTS

Survey data for each of the 18 locations sampled were aggregated by unit, and
results examined to determine what influence the organizational environment
might have on personnel satisfaction and reenlistment intent. Inspection of
the data indicated that the organizational climate might have an effect on
reenlistment intent, as well as on some of the measures of satisfaction.

In order to explore this possibility further, units were ranked with respect
to reenlistment intent. The measure used for ranking was the complement of
the percentage of enlisted personnel who did not intend to reenlist. This
seemingly negative measure was adopted to ensure the greater stability; since
it has been found that more who say they do not intend to reenlist actually
do not reenlist than vice versa. (Goffard, DeGracie, and Vineberg, 1972) !

Results of comparisons among selected variables, appear in Table 4-5,

To examine the effects of organizational climate more fully, Spearman
rank-order correlations were computed for seven of the 22 variables that were
found to discriminate significantly among reenlistment intent groups. Results
appear in Table 4-6. Rhos are presented in descending order of magnitude,
regardless of sign. Although the method of aggregating data tends to inflate
the size of the correlations, the coefficients are urging strongly that the
influence of organizational climate on reenlistment intent should be both
significant and relatively high. This suggests that the Navy might be able to
increase retention by taking steps to improve the organizational environment

of units in the areas identified in Table 4-6.

To further explore this issue, selected rank-order correlations between
questions identified in Table 4~6 were also computed. For example, in the
Career Counseling Program domain, judged value of the bProgram to the individual
(Q142) correlated .996 with its judged value to the Navy (Ql41). The results

can be interpreted to mean that, in this area, the organizations sampled

4=-26
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Table 4-6. Rank-Order Correlations Between Reenlistment Intent,
Aggregated by Unit, and Selected Critical Survey
Questions
Domain Question Rho
Personal Factors Like being in Navy (Q57) .85 **
(Attitude)
Organizational Navy treats you with .835%*
Climate respect (Q83)
Work Environment Abilities better used in -.835%%
civilian job (Q50)
Organizational Navy interested in you as an .800%*
Climate individual human being (Q81)
Personal Factors Supervisor's regard is J754%%
(Attitude) important (Q65)
Personal Factors VRB would have positive effect L728%*
(Incentives) on reenlistment (Q36)
Career Counseling Program has been of personal L702%*
Program value (Q142

*%*A correlation of .564 is significant at the .01 level for this

size sample.
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tended to agree that "what's good for the Navy is also good for me." 1In the
Organizational Climate domain, being treated by the Navy as an individual
(08l1) correlated .976 with being treated as a person worthy of respect (Q83).
In the incentives area of the Personnel Satisfaction domain, the extent to
which personnel had actually received VRB, (Q21) correlated .839 with reported

influence of VRB on reenlistment intent (Q36).

In summary, the results obtained from this unit analysis tend to show that
organizational climate, and more specifically, humanistic treatment of enlisted
personnel by the Navy, correlates relatively highly with reenlistment intent.
Therefore, it follows that a likely strategy to increase the reenlistment rate
would be to improve the organizational climate of Navy units, and to increase
the extent to-which Navymen are treated humanistically. Incentives, designed
to appeal to the economic side of man, such as VRB also influenced reenlistment
positively, but they tend to be mainly important to those who receive them.
Since VRB is designed to function selectively to fill critical specialty

billets, these findings are in line with its purpose.

4-32



System Development Corporation
28 February 1973 TM-5031/002/00

III. JOB SATISFACTION ANALYSIS

Job satisfaction is normally associated with an individual's perception of his
work situation. However, since military life often entails more than a normal
40~-hour work week, job satisfaction embraces the Navyman's perception of his total
Navy situation. For example, Navymen prefer a homeport area of their choice for

eight to ten consecutive years while rotating duty stations within that area.

Of the 22 items selected for focus, 18 were categorized according to definitions
by Herzberg, et al (1959) as being general measures of job satisfaction, measures
of motivating factors, or measures of hygiene factors. The remaining four items
referenced career counseling and are treated separately, although normally they

would be considered hygienic in nature.

A. GENERAL SATISFACTION

The means of the three reenlistment intent groups for the three items classified

as general job satisfaction (Q57), (069), (Q70), are displayed in Figure 4-4.

POSITIVE -
NULL
7 Y |U YU [N Y |[U|N
E [N |N E|IN |0 E(NjO
NEGATIVE S D |0 S1D S |D
(057) : (Q70) : (Q69)
LIKE BEING IN |ATTITUDE | HOW TREATED
NAVY | TOWARD NAVY | IN NAVY
|LAST SIX |
| MONTHS |

Figure 4-4. General Job Satisfaction

4-33



System Development Corporation
28 February 1973. TM-5031/002/00

As would be expected, means for the Navymen who intend to reenlist are toward
the positive end, with the means for those who do not intend toireenlist toward

the negative end of the continuum.

B. MOTIVATING FACTORS

The means of the reenlistment intent groups for the five items falling into the

category of motivators are shown in Figure 4-5. The two subcategories of

ACH I EVEMENT WORK | TSELF
|
|
|
POSITIVE ,
I
. |
| |
NULL 2 :_ _ - - -
— |
AY(UuiN]]]Y {U|N Y |U N Yy lulN vyluln
ENOlENO E|IN]JO E{N|O E{NI|O
NEGAT I VE S|D NERE S |D S|D S|D
(Q55) |V (Q77) : Q94) | Q97 : (Q99)
CONTRI - : NAVY | FEEL : JOB | JOB
BUT ION VALUABLE |~ ABOUT INTEREST= | IMPORTANT
TO ' EXPERIENCE | JOB I ING | TO NAVY
SOCIETY - ! | g |

Figure 4-5. Motivating Factors

motivators represented are achievement and work itself. Although the means are
significantly different and the three groups maintain the same relationship as
they did in the general classification, the differences are not as pronounced.
Also, the no group is toward the positive end of the continuum for two of the

items.
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C. HYGIENIC FACTORS

The means of the ten items, which are identified as hygienic factors or dis-
satisfiers, are campared in Figure 4~6. Note that the item (Q65), interpersonal
relations, is an indication of a need--not a reflection of the situation. In

general, there appears to be less satisfaction with hygienic factors than with

motivating factors.

D. CAREER COUNSELING FACTOR

Of the four items compared in Figure 4-7, the scaling of the means for the
last item assumes that more frequent informal contact with a career counselor

should have a positive effect.

POSITIVE -
NULL
7 Yy l{u|N Y [u N Y |U |N Y U
EfN]O EIN |0 E(N]O EIN N
NEGATIVE s|D s D s |D s |p |o
(035) : (Q142) I (Q163) : (Q155)
CAREER | CAREER : CAREER | FREQUENCY
COUNSELOR | COUNSELING |~ COUNSELOR | OF CHAT
INFLUENCE | PROGRAM | INTEREST | WITH
REENLIST | VALUABLE IN HELPING | COUNSELOR
| TO You ! |

Figure 4-7. Career Counseling Factor
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E. COMPARISON OF MOTIVATORS, DISSATISFIERS, AND CAREER COUNSELING

To accomplish a comparison using the theory posited by Herzberg, et al (1959),
the means of items within areas were averaged, with a few exceptions. In the
area of general job satisfaction, only one item was used on the basis that it
was more general, and fortunately the variance of means between reenlistment
intent groups was greater. Since the hygienic item dealing with interpersonal
relations reflects a need, and the item about months at sea is not on a positive-
negative continuum, these two items were not included in the mean averages for
hygiene factors. The item referencing frequency of informal discussions with

a career counselor was also deleted for this comparison (see Figures 4-6 and 4-7).
Although this type of comparison tends to lead to over generalizations, Figure
4-8 does show an interesting trend. The level of general satisfaction of the

yes and undecided groups is closely associated with the level for these

groups on the movitators, while the general satisfaction of the no group

is more closely associated with dissatisfaction.

GENERAL " MOTIVATOR HYG1 ENE CAREER
COUNSEL NG
POSITIVE %
NULL 44— S— -
¥ YU Y (U [N Y1U|N Y [U|N
EIN|N E [N |0 EIN|O FiIN|o
NEGAT I VE s|plo s |p s|p s | D
(Q57) l(oss, 077, : (050, 091, : (035, Q142,
| Q94, Q97, | @98, Q36, | QI63)
: 099) | Q48 08I |
|
! | 083, 0103) !

Figure 4-8. Group Comparison
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The items used in the above presentation were processed to detexmine the degree
of correlation between responses. The intercorrelations shown in Table 4-7
indicate that the relationship between items in general is responsible

for less than 25 percent of the variance.

F. IMPACT/SATISFACTION

In one section of the questionnaire, Navy enlisted personnel were surveyed
concerning 28 areas of Navy life encompassing jobs, training, personal matters,
relationships with supervisors, selected benefits, and attitudes within the

Navy and civilian communities. For each of the 28 items, two rating scales

were included for registering the two-part response that each question solicited.
It was felt that greater rating accuracy could be achieved through the use of
this two-response method than a single response item would have allowed. (See
Appendix A, pages A-35 through A-38 for sample questionnaire section.) Since
there is some evidence indicating that a respondent's general attitude will
influence his responses to all items, these data should be'interpreted

accordingly.

1. Analysis of Impact/Satisfaction

Mean responses to these questions were computed for each of the nine subgroups
considered, i.e., yes, no, and undecided within each of the three term/time
groups: First Later, First Soon, and Second/Extension. These means are dis-
played in Tables 4-8 and 4-9 for the impact and satisfaction items, respectively.
For the impact questions, means should be interpreted based on the following

coding:
1 = Great Impact

2
3

Some Impact

No Impact
Thus, the lower the numeric value of the mean, the greater the indicated impact.

For the satisfaction items, means are related to these codes:

1 = Very satisfied

2 = Fairly satisfied

3 = Average

4 = Fairly dissatisfied
5 = Very dissatisfied
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In general, the subgroups specifying intent to reenlist (Yes columns) indicate
they feel that the 28 items listed would have greater impact on their decision
to reenlist than do those who are undecided (Und columns) or those who intend
not to reenlist (No columns). Note that the gquestions are worded so that
response was to be based on what impact the items would have if the respondents
were satisfied with each. Undecided personnel rate impact somewhat less than

yeses but more than no groups.

Within the yes and undecided subgroups, second-term personnel including first-
term extensions tend to rate impact greatest of the term/time groups. Those
with less than six months remaining on their first enlistment (First Soon
Group) generally rate impact least, while first-term personnel who do not have
to make their reenlistment decision until later (First Latexr Group) tend to

fall somewhere between the other term groups.

For the no subgroups, mean responses of the First Later and First Soon are
very comparable, with second-term personnel indicating higher impact, i.e.,
lower mean response. This difference would undoubtedly be more striking for
second-term personnel if the first-term extension personnel were not combined

with them.

For the satisfaction questions, yes personnel tended to indicate greater satis~-
faction with the 28 listed areas than did undecided or no personnel, with noes
being least satisfied. Within both the yes and no subgroups, the second-term
personnel were most satisfied and/or least dissatisfied. Within the undecided

personnel, no clear trend was noted across term/time.
In the yes subgroup, the First Soons were perhaps a little more satisfied than

the First Laters; for the noes, the First Laters were less dissatisfied than

the First Soons on almost all items.
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Table 4-10 shows the average means for each subgroup across the nine subgroups
and their rank order in terms of impact and satisfaction. The table is ordered
on the ranking of the impact means. Although the number of cases (N) varies
slightly for each subgroup, it is believed that means are representative, since
the Ns are relatively large in relation to the typical number of nonresponses
for each question. There is no reason to believe the nonrespondents for

individual items differ in a statistically meaningful manner.

Table 4-10. Average Mean Responses by Rank Order
for Impact and Satisfaction Questions

Group Rank Order Average Means
Reenlistment Term/Times Impact Satisfaction Impact Satisfaction
Yes Second | [ .66 2.41
Yes First Later 2 3 1.79 2.77
Yes First Soon 3 2 .97 2.72
Undecided Second 4 6 2.00 3.06
Undecided First Later 5 5 2.04 2.99
Undecided First Soon 6 4 2.07 2.88
No Second 7 7 2.12 3.20
No First Soon 8 9 2.23 3.51
No First Later 9 8 2.29 3.46
2. Categorical Analysis

The reenlistment impact of satisfaction with each area was judged on a three-
point scale, as shown in Table 4-11. Each area was also rated on a five-point
satisfaction scale, as shown on page 4-38. Amount of impact and directional

satisfaction were arbitrarily determined for each area in the following manner:
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Table 4-11. Reenlistment Impact/Satisfaction Categorical Analysis

Reenlistment
Impact

Satisfaction

High
(N=3)

Moderate
(N=1)

Ambivalent
(N=-2)

Low
(N=15)

High

17. Chance to

continue
education

14. Chance
for

promotion

4. Training
for job

22. Quality
of Medi-

service

cal/dental

12,
5.
16.

. Choice of Job

. Feel

useful
in job

. Recognition

for doing a
good job

. Aftitude of

Supervisors
Choice of unit
Amount of pay

Reenlistment
bonus

Ambivalent

25.

Information
available
about jobs
outside Navy

Low

8. Ease of
seeing
division
officer

26.

28.

. Job security

. Rap sessions

with lead
petty officer

. Ease of con-

tacting
detailer

. Ease of

applying for
rating change

. Utilize CC

interview tTime

Aftitude of
public toward
Navy

Frequency of
interviews
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(a) High Reenlistment Impact. Over 20 percent responded great impact.
(b) Low Reenlistment Impact. Over 40 percent responded no impact.
(c) Ambivalent Reenlistment Impact. Both high and low reenlistment

criteria were met for the same area.

(a) High Satisfaction. Over 10 percent responded very satisfied

and over 20 percent responded fairly satisfied.

(e) Moderate Satisfaction. Either 10 percent or more responded

very satisfied, or 20 percent or more responded fairly

satisfied.

(£) Ambivalent Satisfaction. Both high and moderate satisfaction

criteria and the low satisfaction criterion were met for the

same area.

(g9) Low Satisfaction. Over 20 percent responded very dissatisfied.

Thus, 12 area categories were established for initial analysis. Results are

shown in Table 4-11.

G. SUMMARY

Surveyed areas that met one but not both criteria were:

(1) High Reenlistment Impact Only:

o Retirement benefits (Qal8)

(2) Low Reenlistment Impact Only:

e Availability of career counseling (Qa9)

® Advice in dealing with money problems (QAl9)

® Help in handling drug and alcohol problems (Qa2l)

° Information available about job opportunities in the
Navy (Qa24)

® Attitude of career counselor (Qa27)

The area of legal advice available (Qa20) did not meet any of the criteria
specified.
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To summarize then, comparisons in the area of job satisfaction emphasize the
high relationship between the responses to various items about satisfaction
of groups of individuals defined by reenlistment intent. Unfortunately, an

incidental relationship can only be implied from the data available,

During the analysis a trend through the term/time groups became apparent.
Excluding the item about months at sea (Q80) and the item about the career
counselor being interested in helping, the trend of mean responses is shown

in Figure 4-9. (The attitude scale is only relative, not arithmetic.)

POSITIVE | i
I I
|
I
| I
i |
|
! |
I [
I I
I I
NEGAT I VE I |
MORE THAN SIX LESS THAN SIX SECOND
MONTHS MONTHS ENLISTMENT
REMAINING IN REMAINING N OR
FIRST FIRST EXTENTION OF
ENLISTMENT ENLISTMENT FIRST
ENLISTMENT
Figure 4-9. Attitudinal Trend with Time

From the available data it appears that Navymen in their first enlistment may
generally reflect their intention to reenlist because of their attitude about
the Navy, but this attitude deteriorates with time in service. This

deterioration of attitude probably results in the loss of Navymen otherwise

predisposed toward a Navy career.
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IvV. ATTITUDES TOWARD THE NAVY

As a result of the overall reenlistment intent analysis, two subcategories of
the Personal Factors domain have been identified. The first is an aggregate
that reflects pervasive attitudes and values that tend to influence reenlistment
behavior. The second is closely tied to the economic man concept and reflects

the extent to which monetary incentives motivate reenlistment behavior.

A. ATTITUDES AND VALUES

The attitude of Navy enlisted personnel clearly impacts on intent to reenlist.
Two significant attitudes emerge from the data, as shown in Figure 4-~10 below,
the Navyman's attitude toward the Navy (self), and his perception of the Navy's

attitude toward Navy men (perceived other).

PERCEIVED

SELF ATTITUDES OTHER ATTITUDES

NAVYMAN'S NAVY'S
ATTITUDE TOWARD ATTITUDE TOWARD
NAVY NAVYMAN

REENLISTMENT
INTENT

Figure 4-10. Paradigm Showing Impact of Self and Others Attitudes on
Reenlistment Intent
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As discussed in Section 2, self attitudes are considered to exist within the

Personal Factors domain, and perceived other attitudes within the Organizational

Climate domain.

Results of analysis of five of the 22 items found to reflect significant
differences between reenlistment intent are shown in Figure 4-11. The first
two comparisons (Q57 and Q70) reflect how well the Navyman likes the Navy,

like ever and like now (within the last six months). Note that the more

recent the judgment, the less positive the attitude of the group that intends
to reenlist, and the more positive the attitude of the undecideds, who seem to
be responding favorably to their experience in the Navy. Clearly, the unde-
cideds provide a favorable group around which to build a Navy career motivation
action strategy. It can be inferred that these self attitudes are strongly

related to intent to reenlist.

The organizational climate variables reflect a less positive attitude on the
part of the Navymen surveyed. In other words, those who intend to reenlist
appear to like the Navy more than they feel the Navy likes them, on the basis
of their perceptions of fair treatment (Q69) consideration/interest in Navymen
as an individual human being (Q81), and treatment as a person worthy of respect
(083). It becomes quite obvious that those who perceive that they are re-
ceiving humanistic treatment from the Navy are significantly more likely to

reenlist.

Three other personal factor items differentiate reenlistment intent signifi-

cantly. These reflect attitudes and values with regard to:
(1) Importance of high regard by superiors (Q65)

(2) Feeling that Navy service has been a valuable experience personally
(Q77)
(3) Extent to which individual is contributing to society by serving in

the Navy (Q99)
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Those who intend to reenlist report to be regarded as a good Navyman (Q65)

is more important than it is to those who intend to leave the Navy. Clearly,
the motivating power of high regard by superiors on those favorably inclined

to reenlist is demonstrated here. Those who intend to leave feel this less,

though it is still of some concern to them.

The importance of the feeling of reciprocal benefit, gaining from Navy ex-
perience and contributing to society by serving in the Navy, is also

demonstrated.

B. INCENTIVES

The impact of monetary incentives has been demonstrated. Two of the 22 items
significantly differentiate reenlistment intent for the sample surveyed.
Figure 4-12 shows the influence of VRB across the time periods sampled (Q36).
The data show that for those who do not intend to reenlist, VRB has little

influence during the first term, but increases for second-term personnel.

Influence of VRB on undecideds remains at the same level across time, but for
those who are in their second term or who have extended, the influence becomes

greater.

The second monetary comparison relates financial rewards in the Navy with
those available in a civilian career {Q49). Those who do not intend to re-
enlist appear to be, in part, economically motivated in that they believe that,
for them, a civilian career rates better financially than a Navy career. Con-
versely, those who intend to reenlist report that a Navy career appears finan-

cially more advantageous for them.

In summary, for the sample surveyed, both monetary incentives and the Navyman's

attitudes and values appear to have a significant impact on reenlistment intent.
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Humanistic treatment by the Navy, together with favorable attitude toward the
Navy, appear to be associated directly with increased intent to reenlist in

the sample surveyed.

V. CAREER COUNSELING PROGRAM

The primary focus of this research has been on the impact of the Navy's ex-~
panded Career Counseling Program on retention. If the program is effective,
survey findings should support this position. Results relative to the in-~
fluence of career counseling on reenlistment intent appear in Figure 4-13.
These data indicate that the Career Counseling Program has a differential
effect on Navymen, depending on their attitudes toward reenlistment. For
those who do not intend to reenlist, career counseling appears to have a
negative influence. For those who are undecided, career counseling has little
effect. And for those who say yes, it has a positive influence. Clearly
there are contact strategy implications in these data. Perhaps the undecided
group could be approached in a way that would increase the probability of
their reenlisting in the Navy. Or those who do not intend to reenlist should
be contacted less frequently and on an as available basis after all the yes

and undecided groups had been appropriately contacted.

Influence of the Career Counseling Program on reenlistment (Q35) was one of
four items of the set of 22 that were found to distinguish between types of
intents to reenlist. For the second such item (Q143) those who intended to
reenlist were significantly more of the opinion that the program had been of
value to them. For the third (Q155), those who did not intend to reenlist
reported that they seldom chatted with their career counselor, except in a
formal interview. For the fourth (Q163), those who intend to reenlist tend
to agree that their career counselor was really interested in helping them
make the most of life. In all cases, the undecideds responded much more like

the yes than the no group.
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If there is a differential effect, could this be because Navymen feel that

the career counselor is trying to "sell" them on reenlistment (Q40)? Results

are shown in Figure 4-14. Those who are closest to the decision point, the first
'soon group, appear to be less likely to feel that the counselor is trying to

sell them. For all three time periods, however, the no group feels more so.

The response pattern for the three reenlistment intent groups across time

tends to reflect "sell" as the explanation for differential effects between
groups, since all three groups cluster rather markedly at each of the three

times, as contrasted with Figure 4-13.

Results that indicate what the purpose of the Career Counseling Program is
judged to be are shown in Figure 4-15 (Q131). Almost half believe that provid-
ing information about entitlements and opportunities is the major purpose.

Only 15 percent recognize that retention is the primary objective. If the
program is to be effective, perhaps the major objective should be dealt with

more directly in counseling enlisted personnel.

Expectations of Navy personnel for the Career Counseling Program are shown in
Figure 4-16 (Ql32). Two-thirds surveyed believe that the program ought to deal
with anything and everything of concern to enlisted personnel. In support of
this expectation, Figure 4-17 shows that two-thirds of the personnel surveyed
feel that the program should be expanded to better match Navy needs with indi-
vidual needs. These data tend to support the position that the program needs

to be modified to become more responsive to the needs of the individual Navyman.

The effects of knowledge about career information on reenlistment intent appear
in Figure 4-18. The Career Counseling Program focuses on the delivery of
accurate information. It can be inferred that, if the program is effective,
knowledge scores will be higher for the yes group at all three time periods.

The data do not support this inference for those enlisted men who have extended
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or who have enlisted for a second term.' It is supported for first-term person-
nel. Differences among all 9 points shown are significant at .01 level.
Increased knowledge seems to be more closely linked with experience in the Navy,

according to the data shown in Figure 4-18.

Career counselors appear to be the focal point for information about Navy
career and educational opportunities, as shown in Table 4-~12, Shipmates are
also a valuable source of information about educational opportunities. How-
ever, to discuss a change in career assignment, career counselors are about
equally likely to be chosen as are Lead Petty Officers (LPOs), and they are

least frequently chosen if the reason for discussion is feelings about the job.

Enlisted personnel surveyed were asked to identify sources of career-related
information. For 10 of 16 issues identified in the questionnaire (Q115 through
0130), the career counselor was chosen as the best person to contact. On only
one issue dealing with money problems was the career counselor ranked lower
than the third best.source of information. Obviously, the sample surveyed has
considerable confidence in the ability of the counselor to supply career-

related information.

However, two points that might be of concern arise from the data. First, with
regard to who helps with promotions, training, and other career opportunities,
almost one in three of those sampled reported that on the basis of their own
experience no one really gets results for them. In view of the negative effect
lack of consideration has on turnover in a highly structured organization
(Fleishman and Harris, 1962), a retention strategy merges from these data.
Reenlistment rate should improve, if the care individual Navymen experience

from his superiors is increased.

Second, the outreach goals of the Career Counseling Program are not being met.

An item (Q1l44) typical of the many that support this finding appears in
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Figure 4~19, This item concerns the extent to which personnel surveyed feel
that career counselors were helpful in providing them information. As reported
earlier in this section, the sample surveyed tend to feel that the career
counselor is the best source of such information, yet only four out of ten say
they received any help at all in this area from the career counselor. Further-

more, almost four in ten report never having consulted the career counselor.

In summary, although the Career Counseling Program appears to have favorable
impact on those who intend to reenlist; opposite results were obtained for

the Navymen who plan to leave the Navy when their current term of enlistment

is completed. Navymen surveyed believe that the career counselor is a very
good source of accurate information, yet between three and four out of ten of
those sampled do not recall having had contact with their career counselors.
Results presented in this section strongly suggest that the strategy of contact
for the Career Counseling Program needs to be modified. Also, these results
suggest that a target population that is both receptive to counseling and likely
to reenlist should be identified, and counseling efforts given a priority to
ensure delivery of counseling services to this favorably inclined segment of

Navy enlisted personnel.
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SECTION 5 - DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS

This research was designed to investigate both the extent to which the Career
Counseling Program serves as a factor affecting reenlistment and personnel
satisfaction, and the role the career counselor plays as an action agent tasked

with responsibility for implementing the program.

Survey design, questionnaire development, and data collection procedures were
established as a result of analysis of the Career Counseling Program. This
analysis involved study of program objectives, review of program implementation
plans, investigation of current methods for training key personnel, observation
of the actual status of the program, and interviews with command and staff
personnel, career counselors, counselor training instructors, students, and
enlisted personnel on both Coasts. Survey results obtained through analysis

of questionnaire data from 1711 enlisted personnel at 18 locations provide
empirical evidence to assist the Navy in making decisions regarding the

direction the program should take in the future.

I. DISCUSSION

Retention of qualified enlisted personnel is of increased concern to the Navy
in the era of the all volunteer force. The Career Counseling Program, as

the Navy's action arm, is responsible for improving career motivation and
increasing the reenlistment rate of qualified personnel. The impact of this
program, as revealed through analysis of survey data, will be discussed in

the following paragraphs.
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A. CAREER COUNSELING

The Navy has expanded its Career Counseling Program and established seven objec-

tives to guide development and implementation of the program. These objectives

are as follows:

(1)

(2)

(3)

To increase in-service retention rate. Although this primary objec-

tive was not directly measurable during the initial research phase,
indirect evidence was obtained through seeking information about
intent to reenlist. Those who intend to reenlist, or who are
undecided about reenlisting, believe that the program has been of
more benefit to them than do those who do not intend to reenlist
(Ql42).l In addition, only 15 percent of those surveyed believe
that the most important purpose of the program is to assist in the

retention of qualified Navymen (Q131).

To csiiver information. Career information is not reaching all

individuals for whom it is intended with equal effectiveness (Qs 134,
142, 144, 146, 147). About 40 percent failed to recall ever having
been interviewed by a career counselor. And only a little over

3 percent of the married Navymen reported that their wives had ever

been included in an interview with their career counselor (Q139).

To establish a communication channel. Most progress appears to have

been made toward achieving this objective. Information about career
opportunities is made easily available (Q146, 147), and career
counselors are believed to be well informed about Navy policy and
program changes (Q162). Also, the Career Counseling Program is
considered by four out of five of the enlisted personnel surveyed to

be of at least some value to the Navy (Ql141l). On the basis of these

1 . . . . .

Q refers to questionnaire item, as documented in Appendix A. The "a" preceding
the guestion numbers indicate those items that appear in the last section of
the questionnaire, which deals with impact on reenlistment and satisfaction on

the job.

5-2



System Development Corporation
28 February 1973 TM-5031/002/00

research findings, it appears that the Career Counseling Program has

established the image of being an acceptable source of information.

(4) To provide career guidance. The extent to which the Navyman feels

that individualized career guidance is provided needs to be improved
(Qs 144, 149). For example, almost half of those surveyed (45.3
percent) reported that they never talked with their counselors
except during interviews (Q155), where advancement and education

appear to be seldom discussed (Q172).

(5) To create good will. The amount of good will generated by the

Career Counseling Program in providing enlisted men with assistance
with personal problems could be increased. Only 12 percent or fewer
of those surveyed report that they had received this type of help

from their counselors (Ql45, 151, 152). Also, greater insight into
problem areas needing improvement at the command level could be

gained if counselor contact with enlisted personnel were more
frequent. For example, four out of five individuals surveyed reported
that group discussions to consider sailors' grievances were seldom,

if ever, held (Q150).

(6) To encourage Naval reserve programs, This objective is partially

being met. Among those who have discussed the Naval Reserve program
with their friends, about one in four have a positive attitude toward
the Reserves (Q133). Three out of ten would at least consider joining

the Reserves when their active term of duty is over (Q37).

(7) To create Naval ambassadors in the civilian community. This objective

has been partially met. For example, over half (51.5 percent) of those
survyed, would point out pros and cons, if a young person asked their
opinion about joining the Navy; however, less than 4 percent would
encourage him, while more than 33 percent would discourage him from

joining (Q79).
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These findings all point to the fact that sincere expression of concern for the
individual Navyman is an essential ingredient to success in increasing personnel
satisfaction and retention. Empirical evidence strongly indicates that the Navy
can expect to increase reenlistment rate by personalizing career guidance and

emphasizing career development for the individual Navyman.

Enlisted personnel surveyed feel that counselors should be more helpful in
providing them with career information (Q144). Specifically, between 30 and
40 percent of enlisted personnel surveyed reported not ever having had a career

counseling interview (Qs 160, 161, 169, 178, 179).

Almost half (45 percent) stated that the most important purpose of the Career
Counseling Program was to pass on information about Navy entitlements and
opportunities (Q131). Furthermore, a little over three out of four (77.2 per-
cent) chose career counselors as the individuals who really know about Navy
careers, and how to get into them (Q130). Yet as many as 6 out of 10 apparently

are not being reached adequately by the program (Q144).

On the basis of findings of this research, it appears that the mere provision

of accurate information about careers is not sufficient to satisfy the career
counseling needs of Navy enlisted personnel. The acquisition of knowledge about
careers seemed more related to experience than to reenlistment intent. Navymen
who were in the early stages of their first term of enlistﬁent, and who responded
yes or were undecided as to future reenlistment, scored about the same on 26
career information knowledge items as did the first-term no to reenlistment

group (means are 4.60, 4.02 and 4.08 respectively). However, second-term Navy-
men scored consistently higher; the mean for the yes group was 7.22; for undecided,
8.02; and for no, 7.87. Most enlisted personnel surveyed judged that the infor-
mation dissemination aspects of career counseling had little or no impact on
their intent to reenlist (Qs a9, al3, a24, a27, a28). While recognizing the

necessity to provide accurate information about careers, we found that over
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65 percent of those surveyed stated that the Career Counseling Program should
be expanded (Q149) to include anything and everything of concern to the indivi-

dual Navyman (Q132),

B. IMPACT OF CAREER COUNSELING ON REENLISTMENT INTENT

A little over 5 percent of the Navy enlisted personnel who were surveyed stated
that they intend to reenlist when their present term is up. Three times as
many (15.5 percent) said they were undecided; and almost 80 percent responded no
(Q31). When queried about reenlisting today--answer yes or no--almost 10 per-
cent said yes (Q39). Thus, it can be estimated that about 9 out of 10 of those
sampled failed to express any form of positive interest in reenlistment.
Furthermore, career counseling per se cannot be expected to solve retention
problems associated with aspects inherent in Navy life, such as sea duty, that
tend to cause dissatisfaction on the part of enlisted personnel and their

families (Qs 57, 60, 61, 64, 80).

When intent to reenlist is taken into consideration (Q31), almost one in four of
those who say they intend to reenlist, and over one in three who are undecided,
report that they have never been interviewed (Q169); yet these same individuals
state that career counseling has a positive influence on reenlistment (Q35).
Furthermore, the Career Counseling Program is judged to have a generally posi-
tive influence on reenlistment by the yes and undecided groups, and a generally
negative influence by the no group. Of this latter group, 18 percent consis-
tently felt that the career counselor was trying to "sell" individuals on

reenlisting (Q40). The yes and undecided groups, who appeared not to feel
as pressured in this way, also believed that their recuriters provided more

accurate information about the Navy than did the no group (Q45). Those who
responded yes or are undecided about reenlisting like being in the Navy more
than the no group (Q57). Differences between groups are significant for all

three categories of enlistment terms analyzed.



System Development Corporation
28 February 1973 TM~5031/002/00

C. IMPACT OF ENVIRONMENT ON REENLISTMENT INTENT

Improving the climate of the work setting (Qs al, a5, a6), guaranteeing choice
of job assignment, duty unit and location (Qs al, al2), and providing monetary
incentives (Qs al5, al6) are judged to have high impact on reenlistment intent.

The Navy has programs for increasing job satisfaction in all these areas.

The Career Counseling Program needs to be expanded to make enlisted personnel
aware of Navy career motivation and retention policies and opportunities (Q67,
Q68) . Becoming more specific, survey data shows that certain attitudes appear
to be related to reenlistment intent. Counselors should be trained to convey

to counselees that the Navy:

° Reflects concern for the individual, Those who intend to reenlist

feel that their officers care about the career progress of each
individual Navyman. They also feel that the Navy is interested
in them as individual human beings more than those who do not

intend to reenlist (Q103, Q81).

® Shows respect for personal worth. Those who intend to reenlist

feel that Navy treats them as persons worthy of respect more

than those who do not intend to reenlist (Q83).

Counselors should be trained how to facilitate the administration of Navy policy

on behalf of each individual counselee in order to:

° Increase wige use of Navymen's talents. Those who intend to

reenlist find their jobs more interesting and feel that the
Navy is making good use of their shipmates talents more than

those who do not intend to reenlist (Q97, Q91, Q98).

° Improve the fit between the individual Navyman and his job assign-

ment. First-termers who intend to reenlist feel more satisfied
about their job classifications and assignment than those who do

not intend to reenlist (Q93, Q94).
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® Give consideration to a Navyman's preference concerning where they

will serve. Those who intend to reenlist feel more satisfied about
the locations to which they have been assigned than those who do
not intend to reenlist (Q95). Also, use of the Duty Preference

Card should be explained and encouraged (Qs 72, 73, 74, 75).

Furthermore, the Navy, as a social institution, differs from many other insti-~
tutions within the larger society--the American culture--from which most of its
members are drawn. Some differences can be changed. But other societal
differences--those that result from the fact that the Navy is a military organiza-
tion with a mission to be accomplished on the high seas--cannot. However,
addressing only those differences where change appears possible, certain
adjustments can be made to improve the job satisfaction of Navy personnel.

For example, working conditions and leadership style need to be made more
comparable with the expectations of qualifed enlisted personnel if the reten-
tion rate of these personnel is to be improved. Where change is not possible,
an honest presentation of all facets of Navy life to prospective enlistees may
make their expectations more realistic, increase the number who chose a Navy

career, and thus increase the reenlistment rate for the Navy.

D. ADDITIONAL CONSIDERATIONS

Research studies have shown that structure, consideration, and turnover are
related. Structure does not appear to affect turnover, unless consideration
is low. If consideration is low in a highly structured organization, turnover
rates are increased. Military lines of command make the Navy a highly
structured organization. Survey results show that reenlistment intent is
higher in units where favorable climate and attitudes toward the Navy exist.
It seems that units, as perceived by Navymen, that show greater consideration

for the individual have a higher reenlistment rate.
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Thorough analysis of the data reveals the fact that the Career Counseling

Program alone cannot solve the Navy's retention problem. However, the program

intrinsically has great merit.

To improve the effectiveness of career counseling, efforts shouldvbe focused

on Navymen favorably disposed to reenlistment. Target populations receptive

to reenlistment appear to exist. Some of the factors which tend to influence
or mitigate against the probability of reenlistment, on the basis of the

sample surveyed evidence, include:

° Pay Grade. The higher the pay grade, the more likely the first-
termer was to say he intended to reenlist (Q6). First-termers
who said they intended to reenlist have about the same pay grade
(Mn = 4.13) as those who are Undecided (Mn = 4.08); and both are
higher than the no group (Mn = 3.74).

° Race. Blacks and Malayans are more likely to reenlist, and whites

less likely, when compared against percentages contained within

the total sample (Q15).

® Marital Status. Married Navymen are more likely to say they intend

to reenlist than are individuals who have never been married (Ql6).
Only about one-third of the total sample is married, yet over half

of those who say yes are married.

) Draft Status. Over half of the sample responded that they would not

have joined the Navy if there had been no draft (Q28). The con-
tinued effects of this motivation may be one of the reasons why
only about one in five stateg¢ that they like being in the Navy
(Q57). However, those who intend to reenlist like the Navy
significantly more than those who say no; the undecided group

falls between the yes and no groups.
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. Extension Status. Those who have extended their first term tend

to feel more dissatisfied and have a less favorable attitude
toward the Navy than do second-termers, even though both groups

have served comparable lengths of time in the Navy (928, Q57).

Further investigation of these and similar factors is required to determine
their exact influence on reenlistment in a zero draft environment. For example,
the longer into the first term, the poorer the enlisted man's attitudes toward
Navy life (Q57). However, regardless of reenlistment intent, all groups
surveyed tended to agree that service in the Navy had been a valuable experience

for them personally (Q77).

II. CONCLUSIONS

Results obtained from the analysis of survey data were reviewed in light of
the research design and hypotheses stated in Section 2. These results were

interpreted, as discussed above, and the following conclusions were drawn:

(1) The influence of the Career Counseling Program on reenlistment
intent was found to be positive for selected target populations.
Those who were favorably inclined or undecided about reenlist-
ment, tended to be positive about the program. Those who indicated
that they did not intend to reenlist, tended to have unfavorable
attitudes toward the program. Therefore, the first hypothesis

was partially confirmed.

(2) The influence of the Career Counseling Program on personnel
satisfaction was found to be relatively weak, given the current
emphasis on making career information available. Navymen
surveyed requested that the program be augmented to satisfy
other concerns of enlisted personnel and to better match Navy
needs with individual needs. Therefore, the second hypothesis

was partially rejected, as qualified above.
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(3)

(4)

(5)

(6)

The organizational environment within which the Career
Counseling Program functions was found to influence the
effectiveness of the program at the unit level. The
third hypothesis was confirmed within limits of the

measures used and the number of units sampled.

For Navymen who perceived the social climate of the Navy
to be favorable, reenlistment intent was higher than for
Navymen who perceived the climiate to be unfavorable.
Also, for personnel who perceived that the Navy valued
the individual Navyman and was genuinely concerned about
his well-being, reenlistment intent was higher. There-
fore, the fourth hypothesis was confirmed, as limited by

the measures of the environment utilized in this study.

Navymen who expressed high job satisfaction were also
more likely to intend to reenlist. The fifth hypothesis

was confirmed.

Demographic variables influenced the frequency with which
intent to reenlist was expressed. Blacks and Malayans
were more likely to intend to reenlist than were whites;
married men, more likely than single men. The higher

the paygrade, the more frequently the Navyman indicated
that he intended to reenlist., Size of the community in
which the Navyman grew up was not related to reenlistment
intent. Survey data was inconclusive about the effects
of other demographic variables. The sixth hypothesis was

partially confirmed.
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ITI. RECOMMENDATIONS

This research focused on the Navy's expanded Career Counseling Program, which
is designed to improve personnel satisfaction and increase the retention of

qualified enlisted personnel.

Recommendation 1: The Career Counseling Program, including counselor

training, should be modified to make greater use of group counseling,
programmed instruction, automated recordkeeping, and the mass media
to assist the Navy in improving personnel satisfaction and increasing

the reenlistment rate of qualified personnel.

Modifications to the Career Counseling Program, as it is implemented today,

should be designed to:

(1) Make use of group counseling methods to permit contact of larger
numbers of enlisted personnel, without the need to increase the

number of career counselors assigned to this task.

(2) Utilize programmed instruction materials to make career
information more easily available to both counselors and enlisted

personnel.

(3) Automate counseling recordkeeping at the unit level, particularly
for the larger units, to increase the amount of time career

counselors have available to spend on counseling enlisted personnel.

(4) Provide direct access to the unit level to frequently updated,
automated job and location assignment data bases to improve the
availability and timeliness of information needed by the career

counselor to perform his job effectively.

(5) Make greater use of mass media easily available on some ships, and
at many shore locations, to reach enlisted personnel with career

information, including use of closed circuit television (CCTV)
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(6) Improve use of division career counselors, or replace their
efforts as part of the program by increasing command career

counselor support.

Also, it is recommended that career counselor training should be modified to
reflect changes in emphasis in the Career Counseling Program. As a result of
this improved training, career counselors will be equipped with the knowledges,
attitudes and skills required to implement counseling techniques and contact

strategies adopted for the program.

Since it is usually wise to initiate change on a relatively small scale, it
is further recommended that changes to the Career Counseling Program and
counselor training first be implemented on a prototype basis. A carefully
designed field test of this prototype should be conducted to determine the
effectiveness of these changes in increasing personnel satisfaction and the
retention of qualified Navy enlisted personnel. If results of these field
tests are favorable, it is further recommended that changes proved effective
in this field test should be implemented on a Navywide basis, with regular
evaluations provided to ensure continued effectiveness of the new Carecer

Counseling Program.

This recommendation is supported by research findings documented in this

report and Conclusions 1 and 2 discussed above.

Recommendation 2: Target populations favorable toward the Navy and

receptive to reenlistment should be identified, and a strategy
for contact of these populations developed as part of the Career

Counseling Program.
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Career counseling has a differential impact on reenlistment intent, depending
on the attitudes of the enlisted man toward the Navy, and the attitudes held
by his organizational unit. This fact makes possible the development of a

contact strategy, and the identification of receptive target populations.

Effective use of existing resources allocated to the Career Counseling Program
make it imperative that a strategy of contact that maximizes retention while
minimizing cost be effected. This study has shown that Navy enlisted personnel
are differentially receptive to reenlistment, and to the sexvices of the
career counselor. The group undecided about reenlistment comprises a large
segment of this receptive population. As a result of this finding, strategy
and techniques for identifying an initial receptive population should be
developed. Furthermore, procedures to assist units in identifying target
populations most receptive to individualized career counseling, including
self-survey techniques at the unit level, should be developed. Also, emphasis
should be placed on developing methods designed to direct career counselors

to first term personnel early in their enlistment. Research findings indicate
that by the end of the first term, when the current career counseling reenlist-
ment and separation interviews of greatest impact are scheduled to take

place, most Navymen have already made their reenlistment decision.

This recommendation grows out of research findings documented in this report,

and Conclusions 1, 2, and 3 discussed above.

Recommendation 3: Recognizing that sweeping people-oriented changes are

currently underway, the Career Counseling Program should work hand-
in-glove with the Navy command structure to augment the reportoire
of practical techniques for improving organizational effectiveness,
and for creating a more favorable social envelope within which the

individual Navyman can live and work.
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Survey results demonstrate that organizational climate affects unit reenlist-
ment rate. Attitudes of enlisted personnel toward the Navy have also been
shown to be related to unit reenlistment intent. The degree of command
support that the Career Counseling Program is perceived to receive influences
unit reenlistment rate. Additionally, if treatment is perceived to be
humanistic--to reflect personal interest, respect, and concern on the part of
the Navy--the percentage of Navymen in units who say they intend to reenlist
is greater than in units where treatment is perceived to be less considerate.

Examples of techniques that can impact on factors affecting reenlistment

intent are:

° Executive seminars designed to acquaint command and staff

personnel with the Career Counseling Program.

° Seminars designed to prepare senior enlisted personnel to
assist the career counselor in extending the outreach of

the program.

o Use of the career counselor by the command as an action
agent to assist in developing and implementing a unit-
tailored career motivation and retention program, including
the identification of target populations receptive to

career counseling and favorably inclined toward reenlistment.

Practical techniques for improving climate and thus improving organizational
effectiveness, such as those listed above, should be developed and tested on
ships, as well as on shore. Those techniques demonstrated to be most acceptable

and effective should then be implemented on a Navywide basis.

This recommendation grows out of research findings documented in this report,

and Conclusions 2, 3, 4, and 5.
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APPENDIX A

SURVEY QUESTIONNAIRFE

This appendix presents the survey questionnaire with
response data included. Data derived from information
collected on page A-3 are depicted in bar charts on
pages A-4 through A-7. For a majority of the questions,
the total number of persons responding is presented

to the left of the question with a percentage breakdown
shown immediately to the left of the individual re-
sponses. Means are included immediately below the
number of respondees when the responses are of an

ordinal nature.
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Number Percent of Total (N) i
Question Responses |9:20 50}¢G15G]ﬁn’?u.au 901100 |
Social Security Number (Q1) | |
No response or eradicated 170 9.9% !
Responses . 1541 QD.'%
N 1711
Age in Years (Q2) !
16-19 . 268 15.8% |
20. 248 14.6%
21. 300 17.7% !
22. 373 22.0% |
23, 286 |6.8%
24-40 . 223 13.1%
N 1698
Mean Age: 21.6 years
Rating by Group* (Q3)
Deck. [89 12.0% |
Ordnance. 126 !
Electronics . 76
Precision Equipment . . 67
Admin. & Clerical 214 13.68
Miscel laneous . 175 II.Dg
Engine and Hull 384 2#.35
Construction. 16
Aviation. 306 19,4%
Medical I
Dental . 4 j |
Steward . i i |
N 1579 | !

*NAVPERS 15658, Navy & Marine Corps Military Personnel Statistics
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Number Percant of Total (N)
Question Responses

10 20 30'40;50 60 70180 90 100

Primary NEC (Q4) '

None Indicated . . . . . 1406
Decipherabie* Values . . 202
Undecipherable Values. . _103

N = 1711

Secondary NEC (Q5)

None Indicated . . . . . 1640
Decipherable* Values . . 35
Undecipherable Values. . __36

N = (711

Pay Grade (Q6)

e 40

E=2. . . . . .. 0. 208

E-3. v v v v v v v e 474

E-4, . . . .0 00 648

E=5. « v v v v v v . . 275 B J

E=6. v v v v v e e 10 0.6% 3 }
N = 1655

Mean = 3.6 i

Time in Service (Q7) ' %

FYear « v v v v v . 267 |

2Years. « v v o v 44 445 @

3Years. « « + « . .. 265

dYears. « « v 4« 4 4 4 . 592

5 Years or More. . . ., . 21 |
N = 1690 |

Mean = 2 Years 6 Months

! .
|| |
L ;

*NAVPERS 18660 Annual Training Time and Cost for Navy Ratings and NECs (FY 72
Edition)
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Number Fercent of Total (N)
Question Responses
10| 20, 30 40|50 60, 70, 80| 90| 100

Time at Present Unit (Q8) |

| Month or Less . 135 :

2-12 Months . 577 .44

2 Years . 575 3%

3 Years . 236

4 Years . | 46

More than 4 Years . _lo 0.6%

N = 1679

Mean = | Year 2 Months
Time Until Present Active
Duty Commitment Ends (Q9) |

| Month or Less . 117 f

2-6 Months. . 475 |

7-12 Months . . 237

2 Years . 307

3 Years . 330

4 Years . 120 ;

More than 4 Years . a7 !

N = 1643

Mean = | Year 2 Months
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Number Percent of Total (N)
Question Responses é 7
{0 20 30 40 50 60 70 80 90 100
Time Since Date Reenlisted
or Extended (Q10)
I Month or Less Ago . 34
2-6 Months Ago. 55
More Than 6 Months. 74 3%
N = 163
Date Married vs. Date
First Entisted (QI1)
Married Before Enlist-
ment Date . . . 100
|-12 Months After Re-
enl istment Date . 154
[3-24 Months. 135 i
25-36 Months. 99 |
37 or More Months . 56
N = 544 E
i
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APPENDIX B

REENLISTMENT INTENT--ANOVAS

Individuals are categorized into nine groups. First,
three groups are defined by their response to Question
31, "When your present term of service is up, do you
intend to reenlist?" (Figure B-1). Second, each of
these groups is divided based on time in service and
term of enlistment (Figure B-2). First Later repre-
sents first-term personnel with more than six months
remaining service. First Soon represents first-term
personnel with six months or less remaining service.
Second/Extension represents second-term personnel

and first-term personnel serving an extension of their

first enlistment.

Finally, this appendix presents information comparing
the responses made by these nine groups to questions
with ordinal responses (Figure B-3). The means for
each group, across groups, and the total group are
displayed with the associated derived F ratio. The

F ratio calculated using all nine means is also
presented. One asterisk (*) indicates the F ratio

is significant at least at the .05 level, and two
asterisks (**) indicate the F ratio is significant

at least at the .0l level.
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Figure B-1.

First Grouping by Reenlistment Intent

FIRST LATER
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Figure B-2.

Categorization of Time and Term of Service

YES NO

UND

First
Later

(n (2)
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Figure B-3. Final Grouping by Reenlistment Intent vs. Time
and Term of Service
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REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP F
YES NG UNDECIDED
6. Pay grade?
Range: E-1 fhrough E-6 FIRST LATER 3.47 3.32 3.15 3.29 2.709
FIRST SOON 4.13 3.74 4.08 3.77 3.887*
SECOND
EXTENSION 4,44 4,57 4,43 4,52 0.532
TOTAL
GROUP 3.89 3.58 3.44 3.58 6.702%%
For nine groups: F = 37,887%% F 7.800%* 101.380%% 32.202%% 144,450%*
. REENLISTMENT INTENT TOTAL
F
QUESTION TERM vES o UNDECIDED spole

17. How many dependents, Includ-

ing chitidren, do you have? FIRST LATER l.91 1.36 .51 1.42 12,221 %%
I Ncne IFIRST SOON 2.40 1.55 1.52 .57 6.832%%
2 One
3 Two Pecono'
4 Three EXTENSION 2.78 1.75 2.05 i.9% 9.002%**
5 Four
6 Five or more
TOTAL
GROUP 2.26 1.47 .59 1.52 35,055%*
For nine groups: F = 16.154%* F 3.923% 15.415%* 4,942%% 30.05%%
REENLISTMENT INTENT TOTAL ]
QUESTION TERM GROUP F
YES NO UNDECIDED
24. In what size community cid
you grow up? FIRST LATER 4.05 3.68 3.64 3,69 0.724
I Less than 2,500
2 2,500 to 10,000 FIRST SOON 3,73 3.82 4.30 3.84 0.686
3 10,000 to 25,000 SECOND/
4 25,000 to 50,000
’ ’ EXTENSION
5 50,000 to 100,000 N 3.31 3.95 3.62 3,78 I.130
6 100,000 to 500,000
7 More than 500,000 TOTAL
GROUP 3.76 3,75 3,71 3.75 0.056
For nine groups: F = 0.893 F 1.080 1.252 | .238 1.014
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REENLISTMENT INTENT TOTAL
SEESoN b YES NO UNDECIDED GRrour i
25. What Is your highest level of
education? FIRST LATER 2.64 2.89 2.70 2.84 5.749%%
I Less than High School with-
out GED FIRST SOON | 2,47 2.92 3.00 2.91 2.987
2 Less than High School with kecono/
GED EXTENSION 2.59 3.13 2.84 2.98 10.563%*
3 High School graduate
4 Associate degree
5 Bachelor's degree TOTAL
6 M ! 3¢
aster's or Doctoral segreq o 2.60 2.92 2.75 2.88 11.783%%
For nine groups: F = 4,766%* F 0.236 5.140%* 1.677 3.617%
REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP F
_ YES NO UNDECIDED
35. What influence has career
counseling had on your [nten- [FIRST LATER 2.6l 3.33 2.73 3,17 52.974%*
tion to reenlist?
A FIRST SOON 2.14 3,30 2.70 3.24 21 .,967%*
| Very positive influence
2 Generally positive SECOND .
Influence e X TENSION 2.19 3.25 2.68 2,96 19.520%%
3 No effect
4 Generally negative
influence TOTAL
5 Very negative Influence GROUP 2.40 3,31 2.72 3.17 100.527%*%
For nine groups: F = 26.|02%* F 1.502 0.481 0.083 7.357%*
REENLISTMENT INTENT TOTAL
F
SO TERN YES NO UNDECIDED GRouP
36. How much Influence would
Variable Reenlistment Bonus  JrmsT LATER 2.15 4.02 2,60 3.64 110.480%*
(VRB) have on your decision
to reenlist? FIRST SOON 2.14 4.09 2.58 3.97 30.999%*
I A very great Influence SECOND/
2 A fair amount of influence kyrengion 1.59 3.44 2.70 2.99 18.178%%
3 Some influence
4 A little iInfluence
5 No influence
TOTAL
GROUP .98 4,00 2.61 3.68 182.804%%
For nine groups: F = 49,24|%* F 1.549 10.239%% 0.114 29,221%%
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REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP fi
YES NO UNDECIDED

40. Do you ever get the feeling

that your career counselor is |ersTLATER]  3.02 2.58 2.91 2.67 10.039%¥
trying to "sell" you on re-
enlisting? FIRST SOON 3,33 2.78 3.22 2.82 3.972*

T | i
Strongly feel tnis SECOND/

l .
2 ﬁi”ig?“gnfee' fhis EXTENSION | 2.39 2.56 2.62 2.62 0.956
4 Generally don't feel this
1 £ H
5 Strongly don't feel this TOTAL
GROUP .03 2.66 2.90 2.71 9.822%%
For nine groups: F = 4.776%% F 3.718 5,795%% 2.826 4.139%
REENLISTMENT INTENT TOTAL
QUESTION TERM YES NO UNDECIDED GRoUr i
44, Have you ever had a
civilian job? IFIRST LATER} 1.58 1.42 | .51 1.45 1.496
§ yos. Fuiiime FIRST SOON 167 1.27 .50 1.29 3,737
s
‘31 Egs, less than half~time FECOND/
JEXTENSION .59 1.35 .38 .40 0.939
TOTAL
arour 150 1.36 1.49 1.39 6.336%*
For nine groups: F = 3.196%% F 5.036 6.545%% 0.358 7.193%%
REENLISTMENT INTENT TOTAL
QUESTION TR YES NO UNDECIDED SrOUR i
45. Do you feel the information
about the Navy given to you  JFIRST LATER 2.62 3.48 2.97 3.34 26 .,883%%
by the Navy recruiter when
you entered the Navy was FIRST SOON 2.79 3.38 2,63 3.33 8.056%%
accurate?
ECOND/
| Very accurate strsusm 2.63 3.19 2.94 3.05 3.330%
2 Mostly accurate
3 About half and half
4 Mostly inaccurate TOTAL
5 Very inaccurate ERoUP 2.65 3.42 2.93 3.30 38.494%*
For nine groups: F = 10.915%% F 0.145 3,660% 1.355 4,949%%
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REENLISTMENT INTENT TOTAL ”
QUESTION TERM GROUP
YES NO UNDECIDED
48. As far as you are concerned, .
how would you rate your Navy [FIRST LATER 3.13 4.40 3.46 4.15 100.729%¥
career financially agalnst a
civilian career which you FIRST SOON 3.00 4,55 3.65 4,47 39.476*%
would pursue?
S o/
| Navy career best ExTENsION 2.59 4,31 3.43 3.85 38.793%4
2 Navy career somewhat bettef ) ‘ : ' )
3 Both about the same
4 Clvillan career somewhat TOTAL
5 orer carcor bost GROUP 2.94 4.45 3.47 4.22 213.012%4
For nine groups: F = 55,772%% F 1.404 6.030%* 0.398 30.304%*
REENLISTMENT INTENT TOTAL
F
QuesTion TERM YES NO UNDECIDED oRour
49. How much per month do you
feel you could make now in FIRST LATER 3.95 3.94 3.41 3.84 8.365*%
that civilian career?
I $300 or less FIRST SOON 3.83 4.00 3,50 3.98 1.514
2 330! to $450 COND/
i zgg: IO §$28 XTENSION 3.28 4.17 3.89 3.98 5.115%4
o
5 $751 to $1000
6 $100! to $125¢
TOTAL
g g\ljilggogisoo GROUP 3.73 3.98 3.49 3.90 11.437%4
For nine groups: F = 3,946%% F 1.292 1.153 t.619 l.659
REENLISTMENT INTENT TOTAL F
QUESTION TERM GROUP
YES NO UNDECIDED
50. How well do you fee! your abll-
ities could be utilized in a FIRST LATER 2.6C .75 2.24 .89 25,264%%
civillan job compared fto the
way the Navy is using them? FIRST SOON 2,62 1.62 2,19 .67 8.882%*
| Much better than In the Navy S— )
han in th ECON
Z fg@‘j‘”h” betfer Than in ¥he | ewsiov |  2.56 1.72 2.08 1.93 6.434%%
3 The same as in the Navy
4 Somewhat less than in the
Navy TOTAL A .
5 Much less than In the Navy GROUP 2.52 1.70 2,21 1.82 46.338
For nine groups: F = 12.156%* F 0.15¢ }.966 0.357 7.326%*
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REENLISTMENT INTENT TOTAL
QUESTION TERM ves o pea——— GROUP F
51. Do you believe that Navy leader
ship and supervision involve  |rrsTLATER]  2.8F 3.43 2.75 3.26 24,953%*
the same skills, knowledge, and
attitudes as a clivilian job? IFIRST SOON 3.0C 3.49 2.85 3,44 3,937*
| Strongly agree
COND/
2 Ganeral ly agree xrension | 2.46 3.43 2.86 3.16 6.983% ¥
3 No opinion
4 Generally disagree
5 Strongly disagree
TOTAL
GROUP 2.72 3.45 2.78 3.31 38,873%*
For nine groups: F = 10,]28** F I 0.331 0.22j 4.689%%
REENLISTMENT INTENT TOTAL F
QUESTION TERM GROUP
YES NO UNDECIDED
£3, Do you think the Image of the
Navy that Is presented by the |FIRsTLATER}  2.96 3.07 2.79 3.0l 5,204%%
news media (newspapers,
magazines, radio, television) [FIRST SOON 2,67 3.10 2,63 3,07 3,483%
is fair?
SECOND
' Almost always felr EXTENSION 2.67 2.94 2.86 2.88 0.832
2 Usually fair
3 As often fair as unfair
4 Usually unfair TOTAL
5 Almost always unfair GROUP 2.82 3.07 2.78 3.01 9.406%*
For nine groups: F = 2,906* F 0.942 0.950 0.565 2.047
REENLISTMENT INT ENT TOTAL
QUESTION TERM — - ONDECRED GROUP F
b4. Do you agree that the qualifi- .
cations for your Navy job can |rrstLATER] 2,52 3.00 2.77 2.93 4.863**
be used directly in a similar
civilian Job? IFIRST SOON 2.33 3.17 2.59 3.1 5.067**
2 Gonaral]y sares ooye/
JEXTENSION
3 No opinion 2.41 2.64 2.81 2.59 2.255
4 Generally disagree
5 §t ly di
Strongly disagree < el
GROUP 2.37 3.03 2.75 2.95 14,15 %%
For nine groups: F = 5.721%* F 0.804 7.417%% 0.272 10.509%*
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REENLISTMENT INTENT TOTAL F
QUESTION TERM GROUP
YES NO UNDECIDED
55. How much of a contribution do l
you feel you are making to FIRST LATER 2.60 3.72 3.04 3,53 41,354%%
soclety by serving In the
Navy? FIRST SOON 2.73 3.62 3.96 3.56 7.840%%
I A very great contribution SECOND/
g ’s‘o,iiriin???gﬂi?iﬁ'“ EXTENSION 2.19 3.65 3.00 3.28 16.055%%
4 A small contribution
5 No contribution TOTAL
GROUP 2.49 3.67 3.03 3,51 67.631*%
For nine groups: F = [7.563%* F 1.236 1.163 0.068 3.476*
}
REENLISTMENT INTENT TOTAL
RN TIPY TR YES NO UNDECIDED s i
56. How do your parents (or
guardian) feel about the FIRST LATER 1.83 2.48 .97 2.35 19.988*4
Navy In general? o
| Very positive FIRST SOON t.43 2.69 2,3| 2.64 9.110
2 Generally positive kecone/
3 Indifferent EXTENSION .85 2.53 2.14 2.34 4.518%
4 Generally negative
5 Very negative
TOTAL
GROUP 1.77 2.56 2.03 2.44 38,45 *¥%
For nine groups: F = ||,328%* F 0.882 4.437* 1.781 11.3]1%%
REENLISTMENT INTENT TOTAL e
QUESTION TERM GROUP
YES NO UNDECIDED
57. Do you agree that you |ike
being In the Navy? FIRST LATER 1.90 4.14 2.69 3.74 219.372%%
; g;;ﬁgnyag;ﬁze FIRST SOON 2.00 4.18 2.96 4.06 44.760%
3 No opinion )
. SECOND/
4 Generally disagree EXTENSION [.74 4.26 2.49 3.48 120.224%%
5 Strongly disagree
TOTAL
GROUP .87 4.17 2.69 3.82 379.403%
For nine groups: F = 95,439%* F 0.473 0.578 2.080 18.465%%
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REENLISTMENT INTENT TOTAL o
uUEsTIoN TERM YES NO UNDECIDED eRour
61. How long have your military M
duties kept you away from FIRST LATER 2.00 2.38 2.00 2.27 3.793
your wife and tamily since
you have been in the Navy? FIRST SOON 3,00 2.87 2.75 2.87 0.128
| 6 months or less SECOND/
2 6 to 12 months EXTENSION 2.76 2.91 3.10 2.92 0.605
3 12 to 18 months
4 18 months or rore
TOTAL
GROUP 2.47 2.65 2.33 2.59 3,585%
* % * ¥ * ¥
For nine groups: 7 = 7.482%* F 3.801% 12.078 11,672 25.145
REENLISTMENT INTENT TOTAL
QUESTION TERM &RoOUP F
YES NO UNDECIDED
£2. Do you agree that your wife is
prouc¢ to be associated with thelrirsT LATER 2.43 3.85 2.91 3.55 26, 122%%
Navy?
| Strongly agree FIRST SOON 2.44 3.97 2.75 3.86 12,275%%
2 Generally agree .
5 Ko opinion - preoor | L. , -
4 Generally disagree . 3.78 2.81 3.19 13.170
5 Strongly disagree
TOTAL
GROUP 2.37 3.90 2,87 3.60 62.771%%
For nine groups: F = {5,837%* F 0.102 0.786 0.125 9.471%*
REENLISTMENT INTENT TOTAL
F
QuUESTIoN TERM YES NO UNDECIDED exour
b3, Will your wife's feelings about
the service have any influence rrsT LATER 1.95 2,35 .86 2.22 2.594
on your decision to reenlist or
to leave the Navy? IFIRST SOON 2.00 2.54 .88 2.49 1.056
| They will have a very great
influence [SECOND/
2 They will have a large EXTENSION 2.24 2.09 1.71 2.03 0.8!8
influence
3 They will have some influence
4 They will have littie TOTAL
influence GROUP 2,08 2.04 .83 2.29 5.493%*
5 They will have no Influence
For nine groups: F = |.,878 F 0.275 1.578 0.130 3.120%
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REENLISTMENT INTENT TOTAL e
QUESTION TERM GROUP
YES NO UNDECIDED
(5. How important is it to you to
be regarded as a good Navyman [FIRST LATER] .69 2.60 1.80 2.39 34,243%%
by your superiors?
FIRST SOON **
[ Very important ! 1.57 2.69 |.88 2.62 9.039
2 0Of some importance SECOND **
3 Average EXTENSION [.31 2.79 .81 2.35 17.837
4 Of little importance
5 Very unimportant
TOTAL
GROUP I.55 2.65 {.81 2.46 64.694%%
For nine groups: F = |6.682%% F 1.355 1.227 0.058 5.556%*%
REENLISTMENT INTENT TOTAL e
RuUSsTIoN Th YES NO UNDECIDED GROUR
£7. What is your general opinion
of Z-grams? FIRST UTER* 2.26 2.69 2.57 2.65 2.904
! Excellent FIRST SOOMN |.64 2.47 2.38 2.44 3,543%
2 Very good
3 Good SECOND
4 Fair £ X TENSION 2.15 2.44 2.49 2.40 0.664
5 Poor :
TOTAL )
GROUP 2.4 2.58 2.54 2.55 5.866%*
For nine groups: F = 3,332%% F 1.386 5.62| %% 0.355 6.263%%
REENLISTMENT INTENT YOTAL =
QUESTION TERM GROUP
YES NO UNDECIDED
69. =ow have you been treated in
~he Navy? FIRST LATER] 2,39 3,26 2.58 3.08 40,383%%
I Very fairly
2 Somewhat fairly FIRST S00N 2.43 3.18 2.79 3,15 5.039%*
3 Average SEcono, )
< Somewhat unfalirly ! 6 2.84 7.821%%
3 Very unfairly EXTENSION 2.15 3.08 2,65 .
TOTAL
GROUP 2.32 3,21 2.61 3.08 56.426%%
For nine groups: F = 14,753%% F 0.458 1.671 0.472 5. 111%%
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REENLISTMENT INTENT TOTAL
QuisTIon TERM YES NO UNDECIDED sroug i
70. -ow would you rate your own
attitude toward the Navy in  |FIRsT LATER 2.27 3,81 2.68 3,51 103.800%%
“he past six months?
Very positlve IFIRST SOON 2.29 3,86 2.71 3.76 22,45] %%
Z Gem‘arally positive ECOND/
3 Indifferent EXTENSION 2. 4 2%
1 Generally negative .05 4,15 2,73 3.53 44.580
> Very negative
TOTAL
GROUP 2.24 3.86 2.69 3.59 172.279*%
For ri-e groups: F = 44,2]13%% F 0.089 4.126% 0.040 7-330*’]
REENLISTMENT INTENT TOTAL .
QUESTION TERM GROUP
YES NO UNDECIDED
71. Do you feel yc. ~z.2 been
given the oppor-.-ity to ex- [FIRST LATER 3.42 3.88 3.53 3.79 8,221 *%
press your choize of location
in the Navy? FIRST SOON 3.71 4.14 3,71 4,11 2.704
I Always ' SEEtHD
_77; "S"g;;?;e‘sfhe e EXTENSION 3.3 3.8 3.27 3.6 3.499%
4  Seldom
5 Never TOTAL
GROUP 3.44 3,98 3,51 3.88 22.062%%
|For nine groups: F = 7.944%x £ 0.417 8.198%% 1.009 16.671 %%
. REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP F
] YES NO UNDECIDED
74. How much atten*icn do you
fﬁe! The Nax cays Tg Your IFIRsT LATER]  3.53 3.99 3.76 3.92 8.285%%
choices on the Z.ty Pre-
ference Card? FIRST SOON 3.71 4,14 3.54 4,10 7.033%*
I A great deal of attention lseconn/ )
2 A lot of attention
3 Some attention [EXTENSION 3.50 3.85 3.62 3.75 | .449
4 Littie attertion
5 No attentio- TOTAL
GROUP 3.55 4.03 3.72 . 3.96 20.478%%
For nine groups: F = 5.982** F 0.200 6.458%* 0.798 11,226%%
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REENLISTMENT INT ENT TOTAL
[
SESsTIgN " YES NO UNDECIDED GROUP
76. How would you rate public
opinion about the Navy, based |rrst LATER 3,09 3.42 3,09 3.34 8,53 %%
on your experience with
civilians? FIRST SOON 3.50 3.43 3.04 3,41 1.654
I Very favorable SECOND/
g ?ig?;ﬁé'rlniavorab'e EXTENSION 2.7¢ 3.40 3.28 3.26 5.544%%
4 Generally unfavorable
5 Very unfavorable
TOTAL
GROUP 3,04 3.42 3,11 3.36 13.3]8%*
For nine groups: F = 4,20|*%* F 2.317 0.045 0.602 1.570
REENULISTMENT INTENT TOTAL £
QUESTION TERM GROUP
YES NG UNDECIDED
77. Do you agree that your servicd
In the Navy has been a valu~ |egst LaTeR 1.95 2,74 2.07 2.56 30.000%¥
able experience?
I Strongly agree FIRST SOON .64 2.58 .92 2.52 6.,833%%
2 Generally agree SECORD,
" gzn:f‘;?;indisagree EXTENSION .46 2.4! 2.00 2.17 9.542%%
5 Strongly disagree
TOTAL
GROUP 1.75 2.65 2.04 2.51 45,222%%
For nine groups: F = |3,042%% F 3.270% 4,533% 0.350 7.528%%
REENLISTMENT INTENT TOTAL
F
QUESTION TERM YES NO UNDECIDED GROUP
78. Realistically, which is the
highest pay grade you would JrrsT LaTER 3,02 2.90 3.17 2.95 4,87 %%
expect to attain by the end
of your eighth year of ser- |FIRST soon 3,23 3.03 3.13 3.04 0.334
vice if you remained in the
Navy? SECOND /
| E-4 or below FXTENSION 3.12 3.08 3.20 3.0 0.275
2 E-5
3 E-6
4 E-7 TOTAL -
5 E-8 GROUP 3.09 2.9 3.17 3,00 4.368%
6 E-9 E
or nine groups, F = [,867 0.326 2,673 0.049 J.£95
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REENLISTMENT INTENT TOTAL F
QUESTION TERM GROUP
YES NO UNDECIDED
80. How many months have you been
at sea in the past year? FIRST LATER 2.40 2.75 2,24 2,63 14,3 3%%
'2 T";’i 3 o thE FIRST SOON | 3.2 3.69 3.20 3,65 7.340%%
3 3 to 6 months
SECOND
4 6 To 1Z months EXTENSION 2.96 3.48 2.97 3.29 5.448%%
TOTAL
GROUP 2.71 3,17 2.45 3,03 46.,660%%
For nine groups: F = 49,250%% F 3.252% |32.960**[ I 1.710%% 164 ,839%%
REENLISTMENT INTENT TOTAL
QuesTIoN TERM YES NO UNDECIOED erous i
81. Do you agree that the Navy is
interested in you as in FIRST LATER, 3,11 3.95 3,32 3,78 36.694%%
individual human being?
| Strongly agree JFIRST SOON 3,00 4.04 3.48 3.99 10.480%%
2 Generally agree K ECOND/
i g:nggg?ilindisagree EXTENS/'ON 2.96 4.08 3.3 369 28-008%
5 Strongly disagree
TOTAL
GROUP 2.93 4.00 3.33 3.84 78.318%%
For nine groups: F = 20,672%* F 1.744 |.678 0.250 8.,287%¥
REENLISTMENT INTENT TOTAL £
QUESTION TERM GROUP
YES NO UNDECIDED
82, How do you *nink black and .
other mincrity enlisted FIRST LATER 2,88 2,76 2,78 2.77 0.283
personnel are treated in the
Navy? FIRST SOON 2.79 2.66 2.63 2.66 0.111
I Much bSetter than white SECOND
2 Somewhat setter than whit
3 The ;ara'e a: white " ® Jextension 2.76 2.6! 2.43 2.59 0.756
4 Somewnat worse than white
5 Much worse than white DAL
GROUP 2.83 2.71 2.72 2.72 0.499
For nine groups: F = 1,084 F 0.133 1.891 2,107 3,203%
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REENLISTMENT INTENT TOTAL
F
QUESTION TERM YES NO UNDECIDED ghour
B3. Do you agree +hat the Navy
treats yo. as a person worthy [|rirsT LATER 2.80 2,74 3.02 3,55 46,870%*
of respect?
| Strongly agree IFIRST SOON 3.00 3.83 3,33 . 3.78 7.079**
2 Generally agree T
3 No opinion *%
4 Generally disagree FXTENSION 2.33 3.79 3.00 3.39 25.696
5 Strongly disagree
TOTAL
GROUP 2.69 3,78 3.05 3,6l 86.052**
For nihe groups: F = 22,689%% F 2,020 0.379 1,200 I1.217*%
REENLISTMENT INTENT TOTAL =
QUESTION TERM GROUP
YES NO UNDECIDED
84. Do you agree that the Navy's
pay and allcwances package is |rirsT LATER 3.06 3,45 3.18 3.38 E.15T7*%
adequate?
| Strongly agree FIRST SOON 3.07 3,56 3.33 3.54 1,702
2 Generally agree
3 No opinicn PECEND.
v EXTENSION 3.22 3.59 3.30 3.47 1.541
4 Generally Zisagree .
5 Strongly aisagree
TOTAL
GROUP 3.1 3.50 3,21 3,44 10.730%%
For nine groups: F = 3,249% F 0.165 1.734 0.379 3.520%
. REENLISTMENT INTENT TOTAL
QUESTION TERM YES NO UNDECIDED $ROUR F
89  How much 'service school train-
ing have you recelved? . {FIRST LATER 3.66 3.71 3.55 3.68" C.796
|~ Less Than a week FIRST SOON 3,27 3.27 3.76 3.29 1.004
2 1 to 3 weeks
3 3 fo 6 weeks kecono,
4 6 to 9 weeks EXTENSION 3.4) 4.61 4,05 4,30 11.203%*
5 9 weeks or more
TOTAL
GROUP 3.51 3,62 3.64 3.62 3.214
For nine groups: F = 8,907%% F 0.443 33.,264%H 1.643 26.850%%
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REENLISTMENT INTENT TOTAL £
QUESTION TERM GROUP
YES NO UNDECIDED
90. Do you agree that the results
?;izgiyoﬁcfm:gg O*C:;‘Icc'jass' FIRST LATER| 3,7 3.20 3.18 3.20 0.034
re e
your capabilities accurately?|rirst soon 3.73 3,15 2.93 3.19 1.923
I Strongiy agree
SECOND
% ﬁgnsg?:‘gznagree EXTENSION 3.22 3,02 2.89 3.02 0.472
4 Generally disagree
5 Strongly disagree TOTAL
GROUP 3.28 3,18 3.0 3,18 0.597
For nine groups: F = 0,903 F 0.944 0.921 1.028 }.283
REENUISTMENT INTENT TOTAL
F
fLEsTIoN Rk YES NO UNDECIDED SHOUE
91. Do you agree that the Navy
is making good use of the FIRST LATER 3.48 3,80 3.49 3.72 7.105%%
talents of most of your ship~-
mates? : FIRST SOON 3.13 3.97 3.59 3.93 6.378%%
I Strongly agree kecono
z G@“gg?r’]:znagree EXTENSION 2.93 3,96 3.78 3.77 12,031 %%
4 Generally disagree
5 Strongly disagree TOTAL
GROUP 3.26 3,88 3.54 3.79 22.517**
For nine groups: F = 7.669%* F 1.925 4,553 1.108 6.571%
REENLISTMENT INTENT TOoTAL -
QUESTION TERM GROUP
YES NO UNDECIDED
92. Do you agree that your
Zgééiggfya”d d‘fzirej were  IpgsTLATER]  2.96 3.23 3.3 3.51 8.997**
considered in
$§signing your job classlficarirst soon 3.33 3,73 3.00 3.73 6.544%%
ion?
| Strongly agree DRl o
2 Generally agree EXTENSION 2,81 3.i3 3.00 3.06 0.818
3 No opinion
4 Generally disagree
5 Strongly disagree ToTAL
GRouP 2.98 362 3.23 3,53 20.949%*
For nine groups: F = 9.048%% F 0.748 12.6C7%% 1.580 19.685%*
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REENLISTMENT INTENT TOTAL
QUESTION TR YEs NO UNDECIDED = il i
93. How do you personally feel
about the initlal job class- [FIRST LATER 2.69 3.3% 3.13 3.28 7.801 %%
Ification you received In the
Navy? FIRST SOON 2.54 3.22 2.44 3,45 13.8]2%*
| Very satisfied ECOND’
2 Fairly satisfled EXTENSION 2.81 2,54 3.00 2.87 0.227
3 Average
4 Fairly unsatisfied
5 Very unsatisfied TOTAL
GROUP 2.70 3.3: 3,04 3.29 17.467%%
For nine groups: F = 8,58|%* F 0.180 13,C032%% 3,363 13.124%*
REENLISTMENT INTENT TOTAL &
QUESTION TERM GROUP
YES NO UNDECIDED
94. How do you feel about your -
Jjob assignment now? FIRST LATER| 2.75 3.29 2.78 3.16 P4, 255%H
I Very satisfied 3 10,5074
2 Fairly satisfied FIRST SOON 2.07 3,33 2.56 .26 S
3 Average SECOND/
4 Fairly unsatisfied EXTENSION 2.33 3.18 2.57 2.9 6.207%%
5 Very unsatisfied
TOTAL
GROUP 2.52 3.30 2.73 3,17 32.,052%4
For nine groups: F= 8,785%% F 1.652 0.560 0.747 4,390%
REENLISTMENT INTENT TOTAL
F
SEEeTION TESN YES NO UNDECIDED SROUP
95, How do you fee! about your _
location assignment now? FIRST LATER 3.06 3.48 2.95 3,35 [2,228%9
! Very satisfied F SOON 7 9,331 %
2 Fairly satisfied IRST 00 2,30 3.82 3.30 3.76
3 Average o SECOND/
4 Fairly unsatisfied EXTENSION 2.78 3.61 3.16 3.38 a.510%
5 Very unsatisfied
TOTAL
GROUP 2.89 3.62 3,02 3,49 31, 133%9
For nine groups: F = 10.885%* F 1.002 9.961%1  1.068 16.792%*
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REENLISTMENT INTENT TOTAL o
QUESTION TERM GROUP
YES NO UNDECIDED
97. 1Is your present job in*srest-
ing? FirsT LATER]  2.33 3.16 2.75 3,04 14.,932%*
int -
A FIRST SooN | 2.47 3.38 2.65 3.32 7.506%%
3 Average SECOND .
: CZL;'ME}QK??&”C EXTENSION | 2.19 3.05 2.70 2.84 5.689%*
TOTAL
GROUP 2.31 3.24 2.73 3.0 34,573%%
For nine groups: F = 10.125** F 0.234 5.500%%] 0.073 12,270%*
REENLISTMENT INTENT TOTAL
QuUIeT 1o TEM YES NO UNDECIDED GROUP e
98. What use is being made c*
your abllities in your z-ssenilFiRsT LATER 2.92 3.36 2.99 2.26 10.745%%
Jjob assignment?
| Very good use JFIRST SOON 2.50 3.40 3.04 2.36 5.308%%
g iszga”ze SECOND/
2 Poor gse EXTENSION 2.26 3.14 2.95 2.96 6.252%%
5 Very poor use
TOTAL
GROUP 2,65 3,36 2.99 2.26 25.139*%
For nine groups: F o= 7.695%* F 2.551 2.475 0.052 S.121%%
REENLISTMENT INTENT TOTAL
QUESTION TERM sRauP E
YES NO UNDECIDED
99. Dec you agree that the job you
ﬁre 30ing is important to the [rirsT LATER i.96 2,568 2.33 2.57 | 1.836%*%
avy?
| Strongly agree FIRST SOON 1.87 2.7¢ 2.12 2.63 5.94] ¥x
2 Generally agree ) .
4 Generally disagree 1.52 2.63 2.27 2,38 V1. 779%%
5 Strongly disagree
TOTAL
GROUP 1.81 2.69 2.30 2.59 29, [82%*
For nine groups: F = 7,771%% F 1.635 0.456 0.499 3.965%
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REENLISTMENT INTENT TOTAL
RuEFTION TERM YES NO UNDECIDED CROUE i
I0l. How easy do you feel it is
to get your career field FIRST LATER| 3,96 4.21 4,02 4.16 4.293%
assignment changed in the .
Navy? FIRST SOON 4.00 4,1¢ 3.69 4,14 3,701%
| Very easy
2 Fairly eas FEGaND/
3 Average Y [EXTENSION 3.38 4,37 4.03 4,14 12.106%*
4 Fairly difficult
5 Very difflcult
TOTAL
GROUP 3.79 L, 21 3.98 4,15 12,909%*
For nine croups: F = 5.044%* F 2.459 2,247 1.458 0.136
REENLISTMENT INTENT TOTAL .
QUESTION TERM GROUP
YES NO UNDECIDED
T0Z What 1S your opinion of your
immediate supervisor's -, 9
leadership abilities? FIRST LATER 2.2« 3,02 2,57 2.91 10.852
I Very effective FIRST SOON 2,23 3,21 2.73 3.16 4.396%
2 Fairly effective
3 Average SECOND .
4 Fairly ineffective EXTENSION 2,22 3.0 2.54 2.85 5.630%)
5 Very ineffective
TOTAL ~ )
GROUP 2,42 3.10 2,58 2.98 24,558
For nine groups: F = 7,048%% F 0.423 2.870 0,245 7.130%%
REENLISTMENT INTENT TOTAL
F
QUESTION TEAM ) NO UNDECIOED grour
103, How interested do you feel
your commanding officer Is |FIRST LATER 2.5 3,27 2.82 3.16 11.108%%
in your career progress?
. FIRST SOON 2,72 3.54 2.88 3.49 7.420%
| Very interested
2 Fairly interested
3 Average F:i?g;z,/o” 2.3Z 3.47 2.83 3.16 10.819%F
4 Fairly disinterested
5 Very disinterested
TOTAL
GROUP 2,7! 3,39 2.83 3.27 32.779%F
. - %%
For nine groupgsy F &l 10.669 F 1.6 7.513%F 0,040 12.856%*
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REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP F
YES NO UNDECIDED
[04. How interested do you fee!
your division officer s in irmstLATERl 5 7 3,12 2,77 3.03 8.969%*
your career progress?
| Very inferested FIRST SOON 2.53 3.42 3.08 3.38 4.174%
2 Fairly interested ) .
3 Average lexrevsion | 230 3.2 2.64 2.95 8.040%%
4 Fairly disinterested : * ‘ : :
5 Very disinterested
TOTAL
GROUP 2.5l 3,24 2.78 3.3 26.216%%
For nine groups: F = 9,07(%* F 0.515 8.183%* I.105 15,41 %%
REENLISTMENT INTENT TOTAL
WesTION TEmM YES NO UNDECIDED GROUP "
106. Are you satisfied with the
information you have been FIRST LATER 3.02 3.33 3,29 3.31 1.564
able to get about your job
and your future in it? IFIRST SOON 2.43 3.29 2,85 3.25 5,54 5%%
I Very satisfied FECOND/
2 Fairly safisfied e XTENSION 2.44 3.1 2.73 2.92 5.327%*
3 Average
4 Fairly unsatisfied
5 Very unsatisfied TOTAL
GROUP 2,75 3,30 3.16 3.25 10,064%%
For nine groups: F = 4.821%% F 3,062 .693 5.005%% | 7,885%
REENLISTMENT INTENT TOTAL ,
QUESTION TERM - GROUP
YES NO UNDECIDED
107. How ofter have you dlscussed
retirement benefits with a FIRST LATER] F.71 1.34 .45 1.38 5,220%%
career ccirselor?
| Never FIRST SOON 2.07 1.63 1.78 1.65 1.574
2 Once {seconp :
RS e XTENSION 2.04 1.93 2.03 1.97 0.136
5 More than three times
TOTAL
GROUP 1.87 .50 1.57 1.53 6.375%%
For nine groups: F = [0,222%% F 0.909 27.757%% 6.102%* 34,697%%
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REENLISTMENT INTENT TOTAL
"
SUSnTIeN T YES NO UNDECIDED Srour
134, How many group briefings by
the career counselor have FIRST LATER 3.34 3.42 3.28 3,39 1.919
you attended?
| Three or more FIRST SooN 2.80 3.18 2.96 3.16 1.542
2 Two
COND
> One temsm 2.85 3.12 2.95 3.04 0.733
4 None : : : * *
TOTAL
GROUP 3.10 3.30 3,20 3,28 2.770
For nine groups: F = 4,8]3%* F 2.361 [1.436%] 2.238 [4,846%%
REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP ¥
YES NO UNDECIDED
136. Do you agree that group
sessions with your career FIRST LATER 2.17 2.€3 2.33 2.54 9.727%*
counselor, where shipmates
would be able to hear about FIRST SOON 2.00 2,33 2.15 2.54 4,749%%

Navy career programs and then
discuss them, would be good? JsEConD

EXTENSION I.89 2.53 2.41 2.40 4.592%
| Strongly agree
2 Generally agree
2 g(e)nggémindisagree s
GROUP o) * %
5 Strongly disagree 2.06 2,62 2.32 2.53 18,701
For nine groups: F = 5,|38%¥ F 0.836 0.521 0.605 ]1.532
REENLISTMENT INTENT TOTAL
QUERTION TERy YES NO UNDECIDED GRrROUP i
I37. Do you agree that wives should
be Included in some of the FIRST LATER 1.91 2.45 2.02 2.35 4,769%*
husband's interviews with his :
career counselor? ) [FIRST SOON .89 2.54 2.33 2.51 .238
I Strongly agree
2 Generally agree ' peconn”
3 No opinion EXTENSION 2.09 2.5 2.57 2.23 1.080
4 Generally disagree
5 Strongly disagree
TOTAL
GROUP 1.98 2.48 2.18 2.39 5.218%*
For nine groups: F = 2,228% F 0.142 1,642 1.589 1.805
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REENLISTMENT INTENT TOTAL
QUESTION TERM GROUP E
YES NO UNDECIDED
t4l. WhaT Ts your opinion as 10O
Thervallugiot TheifGereer FIRST LATER|  2.38 3.00 2.47 2.86 24.854%*
Counseling Program to the
Ney? FIRST SOON 2.20 2.83 2.00 2.77 10.842%*
| Extremely valuabie
2 Very valuable SECOND/ '
3 Of some value EXTENSION 1.67 2.84 2.34 2.53 18,39 %
4 Of little value
5 Has no vatue at all
TOTAL :
GROUP 2.13 2.92 2.39 2.80 48,270%*
For nine groups: F = |5.064%% F 4,779% 4.301* 3.367% 7.613%*
REENLISTMENT INTENT ToTAL
UE:
Sp=swion i YES NO UNDECIDED croun F
142, What is your opinion as to
the value of the Career FIRST LATER 2.56 3.70 2.72 3.45 73.332%%
Counsel ing Program fo you?
% %
| Extremely valuable FIRST SOON 2,33 3.57 2.44 3,48 21,609
2 Very valuable
ECOND/
3 Of some value Hs *%
2 0f littie value EXTENSION .81 3.60 2,76 3.14 33,266
5 Has no value at all
TOTAL
GROUP 2.30 3.65 2.70 3.43 126.014%¥
For nine groups: F = 33,678%* F 4,828* 2.062 0.863 5,773%%
REENLISTMENT INTENT TOTAL
QUESTION TERM -~ iy perer—— GROUP F
143, How often does the Plan of
the Day contaln career FIRST LATER| 3.30 3.19 3.18 3.19 0.218
counseling announcements?
| Frequently FIRST SOON 2.47 2,93 2.89 2.91 1.321
§ 821:2ional ly LECONDI
; [EXTENSION ) LO5] ¥*
4 "Saldom 2.56 3.18 2.69 2.98 5.051
5 Never
TOTAL
GROUP 2.93 3,09 3.08 3.08 0.782
For nine groups: F = 4.484%¥ F 5.310%* 8,321 %% 3.489% I1,587%%
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REENLISTMENT INTENT TOTAL N
QUESTION TERM GROUP
YES NO UNDECIDED
146. How often have you seen
information about caresr FIRST LATER 2.54 2.98 2.66 2.89 5.856%%
opportunities posted on a
bulletin board or In local FIRST SOON .93 2.75 2.00 2.69 7.178%%
command newsletters?
SECOND / ’
| Most of the time |
EXTENSION
2 Some of the +ime 2,26 2,45 2.47 2.42 0.260
3 Occasionally
‘; ze'dom TOTAL
e GROUP 2.36 2.85 2.56 2.78 9.677%%
For nine groups: F = 5,941%X F 1.061 9.857%¥ 2.885 10.575%%
REENLISTMENT INTENT TOTAL
SHESTION TR YES NO UNDECIDED GROUP F
147. Do you agree that pamgnlets
and |iterature are always on [FIRST LATER 2.33 2,56 2.45 2,52 1.547
display at the career
counseling office and avail- JFIRST SOON 2.00 2.29 2.04 2.27 1.25]
able to Navymen. .
fsecono/ %
I Strongly agree E XTENSION 1.70 2.31 2.11 2.17 3.948
2 Generally agree
3 No opinion
4 Generally disagree TOTAL
7 Strongly disagree GROUP 2.08 2.44 2.35 2.40 4.870%*
For nine groups: F = 5,|6a%* F 3,683* 9.580%* 3.02¢% [4.150%*
REENLISTMENT INTENT TOTAL F
QUESTION TERM GROUP
YES NO UNDECIDED
149, Should the Career Counseling
Program be expanded to . FIRST LATER| 1.56 2.19 |.89 2,10 13,074%%
better match Navy needs with ’
individual needs? FIRST SOON 2.13 2.07 1.96 2.07 0.186
| Strongly agree ) .
2 Generally agree St {.59 2.07 1.78 .94 4.264%
3 No opinion
4 Generally disagree
5 Strongly disagree OTAL .
GROUP 1.67 2.13 1.89 2.07 14,371
For nine groups: F = 4.724%* i 3.204* 2.10 0.341 1.927
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REENLISTMENT INTENT TOTAL
QUESTIO
N TERM YES O UNDECIDED SRoup i
150, How often has your career
counselor scheduled group  lemst LATER 4.16 4,42 4.26 4.38 3.355%
discussions to consider
sailors! "beefs"? IFIRST SOON 4.20 4,38 4,19 4,37 0.846
2 otren |
3 QOccaslonal ly EXTENSION 3.81 2.5 4.36 4,37 7.190%*
4 Seldom
5 Never
TOTAL
GROUP 4.06 =2 4.27 4,37 7.874%%
For nine groups: F = 2,609%* F 1.055 3.957 0.247 0.014
REENLISTMENT INTENT TOTAL
QUESTION TERM SROUP £
YES NO UNDECIDED
155, How often do you chat (not
an Interview) with your FIRST LATER 365 4.08 362 3.97 12,637+
career counselor?
| Frequently FIRST SOON 3.20 4,16 3.67 4,11 9.141%*
2 Offen_ JseconD/
3 Occasionally X ENSION
4 Seldom 3.07 4.13 3,61 3.85 10.443%%
5 Never
TOTAL
GROUP 3.40 4,12 3.632 4.00 33,137%*
For nine groups: F = 9,131%¥ F 2.049 0.881 0.015 4,353%
REENLISTMENT INTENT TOTAL E
QUESTION TERM GROUP
YES NO UNDECIDED

i56. Do you feel that your career

counselor really has a FIRST LATER 2.00 2.25 2.1 2.21 1.947
positive attitude about
recommending the Navy as a  JFIRST SOON 1.50 2.26 .96 2.23 4,134%
career?
| Very positive Bcmvson | 1,73 2.10 2.09 2.04 1.618
2 Generally positive * : . : .
3 Indifferent
g Senerallyf?egafive TOTAL

ery negarive GROUP 1.83 2.24 2.09 2.20 6.933%%

For nine groups: F = 2,380% F 1.702 0.987 0.335 2.070
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REENLISTMENT INTENT TOTAL
Spsgien TERM YES ) UNDECIDED GROUR i
162, How well informed:do you
think your counselor is FIRST LATER = *
about Navy policy or pro- 2.19 2.54 2.39 2.49 3,259
gram changes? FIRST SOON 2.13 2.47 2.04 2.44 2.497
| Very well informed £ COND
2 Fairly well informed B e . .
3 Average 1.85 2.45 2.29 2,31 3,422
4 Not too well informed
5 Not w2ll informed at all
TOTAL
GROUP 2.07 Z2.30 2.33 2.46 8.207%¥
For nine groups: F = 2,745%¥ F 0.880 .530 I .194 1.877
REENLISTMENT INTENT TOTAL =
QUESTION TERM GROUP
YES NO UNDECIDED
163. Do you agree that your career
counselor is really inter- FIRST LATER 2.28 3.03 2.59 2.91 22.4)9%*
ested in helping you make
the most out of your life? |FiRsT soon 2.27 2,01 2.33 2.96 7.489%%

Strongly agree SECOND -

| .
2 Generally agree
3 No csmln 9 EXTERSION 2.15 337 2.65 2.83 9.899%*
4 Generally disagree
5 Strongly disagree TOTAL
GROUP 2.24 3.33 2.57 2.91 38,395%%
For nine grougs: F = 9,844%% F 0.153 0.133 0.914 0.974
REENLISTMENT INTENT TOTAL
QUESTION TERM vEs o N IDED GROUP F
167. What age do you believe your
career counselor should be? [FIRST LATER 4,23 4,01 4.17 4.05 5.897%%

Much younger than i

|

2 A litTle younger than | FIRST SOON 4.27 4.0l 4.27 4.03 2,455

a A Titte ojder than | PN ‘

iTtle older than EXTENSION

5 Much older than | 3.76 3.97 4.00 3.94 NLE
TOTAL
GROUP 4.10 4.00 4.16 4.03 5.446%%

For nine groups: F = 2,778%% F 3,304% 0.144 1.502 l.654
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REENLISTMENT INTENT TOTAL I N
QUESTION TERM GROUP
. . YES NO UNDECIDED
175. Describe the physical en-
vironment in which your FIRST LATER
last interview with a career 2.27 2,2t 2.31 2.24 h.341
counselor was held. FIRST SOON 2.17 2.93 2.22 2.23 0.101
. ot
o4 p, Room Size SECOND/ .
| Toc large EXTENSION 2,25 2,24 2,27 2.45 0.037
2 Adeguate
3 Too small
TOTAL
GROUP 2.24 2,22 2.29 2.24 1.08!
For nine groups: F = 0.404 F 0.195 0.1t4 0.272 0.065
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APPENDIX C

REENLISTMENT INTENT--NONSCALED ITEM PERCENTAGES

Individuals are categorized into three groups based on
their response to Question 31, "When your present term
of service is up, do you intend to reenlist?" This
appendix presents information comparing the responses
made by these three groups to other questions. Each
question is numbered and repeated in its entirety;
however, response choices are abridged. The resulting
gualified numbers of persons responding to each ques-
tion are shown in parentheses ( ). All other numbers

represent a percentage of responses by group.
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